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EXECUTIVE SUMMARY1

A CHALLENGE WITH AN OPPORTUNITY2

The Department of Defense (DoD)∗ is on the precipice of a crisis that the rest of the public and private3
sectors will also encounter—an age-related talent drain. More than 50 percent of the Acquisition4
Workforce will be retirement eligible by 2005 requiring a surge in recruiting at all levels. While5
addressing this challenge, the Department has a unique opportunity to change its civilian workforce6
culture. DoD must attract quality people by offering them quality work; work that is challenging,7
satisfying and important. The purpose of this report is to provide recommendations for the orderly8
transition of the aging DoD civilian Acquisition Workforce to meet the national security requirements9
of the 21st century.10

BACKGROUND11

During this era of change, there has been a profound shift in what is expected of the Acquisition12
Workforce. A number of factors have combined to change the education, training, and experience13
requirements that will be needed to serve in the DoD Acquisition Workforce in the 21st century.14
Outsourcing, base closures, and technological innovations have created a need for a more multi-15
functional, multi-skilled worker with advanced education and broad acquisition experience. This critical16
need will be exacerbated by the exodus of the aging baby-boom generation and the reduced hiring17
opportunities due to a smaller candidate pool and fierce competition with private industry to hire the18
same people. In addition, the present workforce is out of balance with respect to the number of mid-19
career level acquisition professionals available to replace the aging workforce. Unless immediately20
addressed, this situation will leave many acquisition organizations without the talent and leadership21
needed to move into the 21st century.22

OBJECTIVE23

Managing and reshaping the civilian Acquisition Workforce to meet future needs will require leadership24
commitment, new authorities, and, most importantly, a change in the traditional DoD way of managing25
its people. Agencies’ employment structures and human resource processes will need greater flexibility26
to accommodate the workforce of the future. To make this transition successful, DoD must employ27
innovative approaches to recruiting, developing, and retaining its future workforce. Moreover,28
initiatives to implement these new approaches must begin by January 1, 2001, if DoD is to complete the29
transition of the Acquisition Workforce within three or more years to meet the demands resulting from30
a retirement exodus.31

TASKING AND METHODOLOGY32

To initiate this reshaping mission, the Under Secretary of Defense for Acquisition, Technology and33
Logistics, USD (AT&L), established a Task Force consisting of representatives from each Service as34
designated by the Service Acquisition Executives (SAEs), and representatives of Defense Contract35
Management Agency (DCMA), the Defense Logistics Agency (DLA) and the Deputy Assistant36
Secretary of Defense for Civilian Personnel Policy, DASD (CPP). Task Force members are listed in37
Appendix A. The Task Force relied on the collective wisdom of many people throughout the acquisition38
community, using a number of approaches to get input from industry, academia, other federal agencies,39

                                                       
∗ Acronyms used through out this report are defined in Appendix B.
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and members of the DoD Acquisition Workforce. This report represents the joint efforts of the40
acquisition and personnel communities.41

The actual Task Force effort consists of two phases. In the first phase, the Task Force, through careful42
research and analysis of all the field inputs, developed a number of initiatives that are grouped into five43
general themes: (1) Strategic Planning; (2) Recruiting/Hiring; (3) Career Development; (4) Workforce44
Management; and (5) Quality of Life. Supporting analysis for rough order of magnitude cost estimates45
are contained in Appendix C.46

The Task Force also recommended several pilot projects that can be accomplished within current47
authority. The Task Force also evaluated innovative programs currently in use in some DoD acquisition48
organizations. From this evaluation, the Task Force identified best practices that should be49
benchmarked and adopted where possible.50

In the second phase, the Task Force will oversee and coordinate the implementation of selected51
initiatives and will evaluate the results to determine if desired effects are being achieved.52

RECOMMENDATIONS53

Chapter 3 of this report contains three kinds of recommendations: Initiatives, Pilot Programs, and Best54
Practices. The Task Force recommends implementation of the initiatives, pilot programs, and best55
practices listed below. Most of these recommendations can be implemented now. Some will require56
legislation or policy change.57

Initiatives:58

Strategic Planning59

 Develop and Implement Human Resource Strategic Plans60

Recruiting/Hiring61

 Market DoD as a Great Place to Work62
 Develop Acquisition Workforce Recruiting Programs63
 Maximize the Use of Student Educational Employment Program (SEEP) to Recruit College64
Students65
 Maximize Use of Existing Hiring Authorities66
 Establish and Enforce Acceptable Timelines for the Hiring Process67
 Conduct an Acquisition Pay Comparability Study68
 Make Pay More Competitive69
 Expand Public and Private Sector Recruiting Efforts70
 Establish a Central DoD Acquisition Career Management Website71
 Develop a Mechanism for Acquisition Certification of Private Sector Accessions72
 Convert Term Appointments to Permanent Appointments Non-Competitively73
 Rehire Federal Annuitants without Financial Penalty74

Ongoing Initiatives -75
Increase Bonus Ceilings76
Automate the Hiring Process77
Permit Initial Conversion of and Allow Immediate Contributions to Government 401K Plans78
Establish Special Pay Rates for Information Technology Specialists79

Career Development80

 Establish Career Paths to Achieve Multifunctional Acquisition Professionals81
 Provide Timely Certification Training82
 Provide More Career Broadening Opportunities83
 Establish a Government/Industry Exchange Program84
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 Encourage Geographic Mobility85
 Increase Civilian Leadership Development Opportunities86

Ongoing Initiatives -87
Establish Career Development Plans for All Acquisition Career Fields88

Workforce Management89

 Assess DoD Acquisition Workforce Personnel Management Authority90
 Develop a Functional Managers Recruiting, Hiring, and Retention Handbook91
 Provide Further Flexibility on High Grade Quotas92
 Improve Management of Personnel Lapse Rates93
 Assess the Need for DoD Civilian Retirement Plan Alternatives94
 Reduce or Eliminate the Early Retirement Penalty95
 Conduct Entrance and Exit Surveys96
 Establish a Program to Share Best Practices within the Acquisition Workforce97

Ongoing Initiatives -98
Expansion of the Acquisition Personnel Demonstration Project99
Phased Retirement100
Expanded Voluntary Early Retirement Act/Voluntary Separation Incentive Pay (VERA/VSIP)101
Authority102

Quality of Life103

 Maximize Use of Employee Incentive Programs104
 Create a Work-Friendly Environment105
 Maximize Use of Return Home Visit Authority for Temporary Duty (TDY) Employees and106
Permit Spousal Travel as an Alternative.107

Pilot Programs:108

 Initiative 5 - Maximize Use of Existing Hiring Authorities109
 Initiative 9 - Expand Public and Private Sector Recruiting Efforts110
 Initiative 14 - Establish Career Paths to Achieve Multifunctional Acquisition Professionals111
 Initiative 16 - Provide Career Broadening Opportunities112
 Initiative 17 – Establish a Government/Industry Exchange Program113
 Initiative 19 - Increase Civilian Leadership Developmental Opportunities.114

Best Practices:115

• Army Acquisition Corps Career Management116
• Navy Acquisition Intern Program117
• DoD Civilian Acquisition Workforce Personnel Demonstration Project118
• Defense Leadership and Management Program (DLAMP)119
• Secretary of Defense Fellows Program120
• Automated Referral System & Resume Database.121

CONCLUSION122

The nation’s warfighters depend on technologically superior weapon systems provided by the123
acquisition system. DoD cannot afford to wait; it must address the needs of the future Acquisition124
Workforce immediately to ensure that it attracts quality people and provide challenging opportunities.125
America’s security will depend upon a DoD civilian Acquisition Workforce that has the education,126
training, and broad experience necessary to function effectively in the demanding new business127
environment of the 21st century.128
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1.  THE CHALLENGE1

BACKGROUND2

The Department of Defense (DoD) is facing a mass exodus of highly specialized civilian employees that3
will have a dramatic, adverse affect on its ability to provide the warfighter with the modern weapon4
systems needed to defend U.S. national interests. This situation is exacerbated by increased competition5
for available talent due to an expanding economy and a shrinking labor pool. In response to these6
challenges, DoD formed the Acquisition 2005 Task Force to identify initiatives that will enable the7
Department to ensure the Acquisition Workforce is prepared for the future.8

DoD has produced the finest weapon systems in the world, and the civilian acquisition workforce is9
essential to sustaining that record in support of the DoD mission to deter war and, when necessary,10
fight to win. Civilian personnel handle critical functions in the daily business of running the defense11
establishment, and civilians are indispensable in managing DoD acquisition activities. The Department12
must have a professional civilian workforce, which must be treated as a highly valued professional13
resource in every respect.14

“Unlike other kinds of organizations, DoD must always be ready for its mission,” said Dr. Diane15
Disney, the Deputy Assistant Secretary of Defense for Civilian Personnel Policy. “And that doesn’t16
mean it can be in a full state of readiness in Germany but not Korea. We have to be ready at all sites at17
all times.”18

UNDERSTANDING THE PROBLEM19

More than half of the DoD civilian Acquisition Workforce will be eligible to retire by 2005.1 Many20
employees are now in their early fifties and occupy positions of great responsibility or have extensive21
experience and unique skills within their DoD organizations. Figure 1-1 and 1-2 depict the dramatic22
demographic shift in the age of the DoD civilian workforce during the last decade. 223

24
FIGURE 1-1.  DISTRIBUTION OF DOD CIVILIANS BY AGE, 1989 AND 199925

                                                       
1 The Future Acquisition & Technology Workforce, prepared for OSD (AT&L), April 7, 2000, p.2-3.
2 Testimony by Dr. Diane M. Disney, DASD (CPP) to the Military Readiness Subcommittee, House Armed Services
Committee and the Civil Service Subcommittee, House Government Reform Committee, March 9, 2000.
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26
FIGURE 1-2.  DISTRIBUTION OF DOD CIVILIANS BY YEARS OF SERVICE, 1989 AND 199927

28
Over ten consecutive years of downsizing have brought significant changes in the DoD civilian29
workforce in terms of age, occupational profile, grade, and educational level. Between 1989 and 1999,30
DoD reduced its civilian workforce by more than 400,000 positions, from approximately 1,117,000 to31
714,000—a 36 percent reduction.3 Additionally, the Office of the Secretary of Defense (OSD) and the32
Office of Personnel Management (OPM) project additional losses of 36 to 52 percent in key acquisition33
occupations due to retirement over the next five years. (See Figure 1-3.)34

35

FIGURE 1-3.  DOWNSIZING IMPACT ON THE DOD CIVILIAN WORKFORCE36

                                                       
3 Testimony by Dr. Diane M. Disney, DASD (CPP) to the Military Readiness Subcommittee, House Armed Services
Committee and the Civil Service Subcommittee, House Government Reform Committee, March 9, 2000.
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A consequence of this decade of change is that the Department has undergone a profound shift in the37
expectations it has of its civilian Acquisition Workforce. Commercial outsourcing, base realignments38
and closures, and technological innovations have increased the need for employees to develop new39
skills through continuing education and training. The nature of work is also changing as advanced40
technology, increased contract oversight requirements, and a more complex mission forge the need for41
more multi-functional, multi-skilled workers with higher education, advanced certifications, and42
increased capability.4 The combination of reduced hiring and the aging of the baby-boom generation43
threaten to create a massive talent and leadership vacuum in many civilian departments. Taken together,44
these factors have produced a workforce that is very different from its predecessors.45

46

THE PURPOSE47

The purpose of this report is to provide a road map and recommend initiatives to promote an orderly48
transition to a DoD civilian Acquisition Workforce capable of coping with the management challenges49
of the 21st century. The Acquisition 2005 Task Force considered initiatives in the areas of strategic50
planning, recruiting and hiring, career development, workforce management, and quality of life. The51
Task Force identified recommendations that can be accomplished within existing authority and52
legislative initiatives to add greater flexibility to DoD’s ability to manage its civilian Acquisition53
Workforce.54

The Task Force is convinced that DoD must revolutionize its acquisition culture by providing flexible55
solutions that will build competencies and leadership within a multi-functional civilian Acquisition56
Workforce. To effect the transition from the existing workforce composition to a multifunctional57
workforce prepared to solve the problems of the new millennium, DoD will have to use new and58
innovative approaches to recruiting, retaining, and developing its employees in order to attract and keep59
quality people. Moreover, this transition will require three years or longer. Accordingly these60
initiatives must be implemented now. Managing and reshaping the civilian Acquisition Workforce to61
meet current and future needs is a critical task requiring leadership commitment, new tools, and, most62
importantly, a change in traditional DoD thinking.63

The Task Force believes that DoD should foster a sense of community in the Department.  This sense64
of community would make DoD an outstanding place to work, causing people to want to work for it.65
The sense of community should be based on the principles of valuing the differences in people;66
fostering an environment of mutual trust and respect; promoting professional and personal growth;67
creating a supportive environment for each other; recognizing that sharing of information promotes the68
full participation of the workforce; committing to creating a sense of community; and respecting and69
valuing individual contributions in meeting customers’ needs.70

71

DEFENSE ACQUISITION WORKFORCE IMPROVEMENT ACT (DAWIA)72

The 1990 Defense Acquisition Workforce Improvement Act, Title 10 U.S.C. 1701-1764, focuses on73
improving the effectiveness of the people and the processes that comprise the defense acquisition74
system. Congressional intent was to improve the quality of the Acquisition Workforce through75
enhanced education, training, and career development, thus improving the acquisition process.76
Understanding the provisions of DAWIA and fully utilizing the authority it provides are essential to77
implementing many of the initiatives recommended in this report. (See Appendix D.)78

                                                       
4 The Future Acquisition & Technology Workforce, prepared for OSD (AT&L), April 7, 2000, p.2-3, 4.
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ON MANAGING HUMAN CAPITAL579

There is a common awakening across the Federal Government that people are its greatest asset. Mr.80
David M. Walker, Comptroller General of the United States, is at the forefront in emphasizing the need81
for the Federal Government to place greater emphasis on developing and retaining its human resources.82
The Government Accounting Office (GAO) uses the term “human capital” rather than personnel or83
human resources because it emphasizes that as assets the value of employees can be increased by84
investment and that organizational performance capacity increase with that value. In a statement before85
Congress, Mr. Walker stated:86

“The government’s human capital management has emerged as the missing link in the statutory and87
management framework that Congress and the executive branch have88
established to provide for more businesslike and results-oriented federal89
government. …Federal employees should be viewed not as costs to be cut,90
but as assets to be valued. Only when the right employees are on board and91
provided the training, technology, structure, incentives and accountability to92
work effectively is organizational success possible. Modern strategic human93
capital management recognizes that employees are a critical asset for94
success, and that an organization’s human capital policies and practices95
must be designed, implemented, and assessed by the standard of how well they support the96
organization’s mission and goals. …97

To meet the changing environment, federal agencies need to give human capital a higher priority than98
ever before and rethink how their workforces are developed and deployed to enhance achievement of99
organizational performance goals.”100

101

CONCLUSION102

Demographics and downsizing have given DoD a unique window of opportunity to reshape the civilian103
Acquisition Workforce to meet future challenges. A common perception is that the Department already104
has a wide range of tools. The reality is that many of the personnel authorities available today are either105
not well understood or are no longer as effective as they were previously. Some authorities reflect a106
“one-size-fits-all” approach that has evolved within a highly structured system over many decades, and107
they are no longer well suited to the current needs of the DoD civilian Acquisition Workforce.108

The DoD civilian Acquisition Workforce of 2000 is very different from that of 1989 in terms of age,109
technology skills, educational level, and expectations. Also, the requirements for the workforce of 2005110
will be significantly different from that of today. Therefore, the Department must seize this historic111
opportunity by developing and employing innovative initiatives to make appropriate changes in the DoD112
civilian Acquisition Workforce and its culture. The DoD civilian workforce remains the largest part113
(about 40 percent) of the Federal Government; therefore, both the public and private sectors will114
carefully watch how the Department meets the challenge of transforming its workforce in the 21st115
century.116

DoD must act now.117

                                                       
5 Managing in the New Millennium: Shaping a More Efficient and Effective Government for the 21st Century. Testimony
presented by David M. Walker, Comptroller General of the United States, to Congress on March 29, 2000.
[http://www.gao.gov/].
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2.  METHODOLOGY/APPROACH1

2

THE TASK FORCE AND ITS APPROACH3

On April 1, 2000, Dr. Jacques Gansler, the Under Secretary of Defense for Acquisition, Technology4
and Logistics, USD (AT&L), formed the Acquisition 2005 Task Force to provide a road map for the5
orderly transition of DoD civilian acquisition personnel to a multifunctional workforce capable of6
coping with the management challenges of the 21st century. Dr. Gansler appointed Mr. Keith Charles,7
Acting Director, Acquisition Education, Training, and Career Development, [DUSD for Acquisition8
Reform (AET&CD), hereafter referred to as AET&CD], to direct this Task Force. The Task Force9
consists of representatives from the Army, Navy, Air Force, Defense Contract Management Agency10
(DCMA), Defense Logistics Agency (DLA), and Deputy Assistant Secretary of Defense (DASD/CPP),11
and industry/support teams from SRA International, Inc. and the Logistics Management Institute12
(LMI).13

Dr. Gansler established two goals for the Task Force: (1) identify personnel initiatives to enhance14
DoD’s ability to manage the acquisition workforce and recommend programs to implement them by15
July 31, 2000; (2) coordinate and monitor implementation and assess the results beginning August 1,16
2000. This report satisfies the first goal. It is a collaborative effort between the Task Force and the17
DoD civilian acquisition and personnel communities, with extensive participation from the Military18
Services, DLA, DCMA, other federal departments, private industry, professional organizations, and19
academia.20

The Task Force is accomplishing its charter in two phases. During the first phase, the Task Force21
solicited ideas from the acquisition community by conducting workshops and Web-based surveys, and22
advertising in Acquisition Reform (AR) Now. In addition, members evaluated the benefits and costs of23
suggestions and consulted with OSD and Service personnel staffs. Finally, the Task Force selected and24
documented promising initiatives, identified pilot program opportunities, and reviewed on-going25
innovative personnel programs. This Task Force report recommends changes to personnel practices to26
advance DoD’s effort to reshape the Acquisition Workforce while simultaneously enhancing recruiting27
and retention efforts. The report also highlights six on-going, innovative personnel programs as best28
practices. Finally, the Task Force coordinated with Service Acquisition Executives and other key29
acquisition leaders to obtain input and support.30

31

DOD WORKFORCE 2005 CONFERENCE32

On May 15-16, 2000, the Task Force convened a two-day conference hosted by LMI. More than 8033
representatives from DoD, other federal departments, private industry, professional associations, and34
academia participated, thus ensuring broad diversification of viewpoints.35

The primary goal of the conference was to generate new ideas and alternatives to attract, hire, train,36
retain, and professionally develop the members of the future Acquisition Workforce. The conference37
began with plenary sessions to establish a common foundation. Participants then worked in four38
breakout workshops to address recruiting and hiring, career development, workforce management, and39
workforce shaping. The conference concluded with each workshop presenting its recommendations to40
the plenary body.41

42
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The conference provided a unique forum that brought together different perspectives from a diverse43
body of participants. The Task Force thoroughly evaluated each of the conference’s recommendations,44
and incorporated the most promising ideas into the initiatives recommended in this report.45

46

FIELD INPUT47

Figure 2-1 diagrams the techniques used by the Task Force to target what was important to the48
members of the Acquisition Workforce.49

50

FIGURE 2-1.  TASK FORCE METHODOLOGY51

Survey - The Task Force collected ideas from the web site: www.acq.osd.mil/yourfuture, which hosted52
a survey where users could provide their idea(s). Over 430 responses were received from a cross-53
section of the Acquisition Workforce, other federal departments, and the private sector.54

Emails – An AR Now article solicited readers’ ideas via email. Over 100 responses were received from55
that message.56

Presentations – Over a two-month period, Mr. Charles made numerous presentations promoting the57
Task Force mission. Some of these meetings included the General Services Administration (GSA)58
Exposition in San Diego, Acquisition Reform Week at the Pentagon, DCMA, town hall Meetings with59
the Under Secretary of Director of Acquisition Reform, the Acquisition Reform Senior Steering60
Committee (ARSSG), White House Executive Steering Group, the Office of the Deputy Undersecretary61
of Defense for Personnel Policy, the National Contract Management Association (NCMA), Department62
of Justice (DOJ), the Defense Partnership Council, and GAO.63

Consultations - The Task Force members also met with representatives of the Services and Agencies,64
GAO, OPM, OSD, Health and Human Services (HHS), Business Executives for National Security65
(BENS), the Army Director of Acquisition Career Management (DACM), Jefferson Solutions, the OSD66
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Acquisition Demonstration Project team, to review existing personnel policies and authorities and67
explore on-going initiatives. The responses received ranged from the use of existing authorities to68
DLA’s suggestion that it be given full and open authority to manage its own workforce, within its69
budget, and conduct a 10-year pilot program to test whether it could operate essentially as a business.70
The results would be measured by whether its costs are covered by revenue and whether sales increase.71

DoD Workforce 2005 Conference – Participants generated more than 390 ideas for evaluation by the72
Task Force.73

74

INITIATIVE DEVELOPMENT PROCESS75

After initial research, the DoD Workforce 2005 Conference, field inputs, and staff consultations were76
completed, the Task Force assessed and categorized hundreds of recommendations. The Task Force found77
that these suggestions could be grouped into five categories or themes: strategic planning, recruiting and78
hiring, career development, workforce management, and quality of life. Task Force members then79
researched existing programs and coordinated with OSD and component senior managers and personnel80
staff representatives, leading ultimately to the initiatives that are recommended in this report.81

82

INITIATIVE IMPLEMENTATION83

During the second phase, the Task Force will coordinate closely with the Services and the Defense84
Agencies6 to monitor the implementation of promising initiatives, evaluate the results, and fine tune them85
as necessary to ensure that the desired results are achieved. Also, the work of the Task Force is very86
dynamic, and the recommendations in this report will evolve as efforts to implement them mature. The87
Task Force plans to post current information on the initiatives on its website at88
http://www.acq.osd.mil/yourfuture.89

90
91

                                                       
6 The Defense Agencies (e.g., DLA, DCMA, DMA, DSMC, the Defense Contract Audit Agency (DCAA), the Ballistic
Missile Defense Office (BMDO), etc.)
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3.  RECOMMENDATIONS1

This section summarizes the recommendations of the Task Force. The recommendations fall into three2
broad areas: Initiatives, Pilot Programs, and Best Practices.3

INITIATIVES4

As described in Chapter 2, the Task Force received over 400 proposed changes to personnel and career5
management policy and procedures. The Task Force researched and analyzed all the inputs (workshops,6
web surveys, e-mails, and staff consultations) and concluded that the proposals fall into five broad7
categories or themes, all of which support the dual need to recruit and retain quality people by8
providing challenging and satisfying jobs (Quality People/Quality Work).9

These themes are:10

 Strategic Planning11
 Recruiting/Hiring12
 Career Development13
 Workforce Management14
 Quality of Life.15

16
Further analysis resulted in the Task Force recommending 30 initiatives. Many of these initiatives will17
be difficult to develop—the easy solutions already have been implemented. What remains will require18
tough choices, leadership commitment, and resources. Some will require legislation or policy change,19
but most can be implemented now. The initiatives are discussed by theme in the following sub-sections.20
Also included are recommended implementation actions and an estimate of the cost. A rough order of21
magnitude (ROM) cost analysis for each initiative in this Chapter can be found in Appendix C.22

Strategic Planning23

Throughout the dramatic downsizing period of the last decade, the Department was focused on pressing24
near-term people issues, rather than long-term solutions. Downsizing has slowed, and new challenges25
and opportunities have emerged—created in part by an aging workforce. The Department has a golden26
opportunity to take a comprehensive, strategic approach to forecasting future Acquisition Workforce27
requirements and developing a more versatile workforce adaptable to the rapidly changing environment28
of today and tomorrow.29

The quality of the DoD Acquisition Workforce is critical to the successful implementation of our30
national defense strategy and to meeting changing warfighter needs. Shifting market conditions, an31
increasing tempo of military deployments, and the need for joint and32
coalition operations demand different experience and skill levels.33
However, current defense-planning strategies do not include an34
overarching human resources vision or plan. Improving the ability to35
forecast workforce needs is an increasingly urgent necessity. A36
strategic total force (civilian and military) human resources plan would37
give priority to key issues, needs, and concerns, and assure adequate38
quantity and quality of people in the future Acquisition Workforce to39
support the nation’s security needs. We must not underestimate the importance of consistent,40
committed, and persistent leadership in bringing the Acquisition Workforce issue to the forefront of41
DoD leadership concerns.42

PPeople are assets whose
value can be enhanced

through investment thus
increasing the overall

performance capacity of
an organization.
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Initiative #1—Develop and Implement Human Resource Strategic Plans43

USD (AT&L) and SAEs will develop and implement Human Resource strategic management plans to44
address the entire personnel life cycle from recruitment, through career development and retention, to45
separation and retirement.46

To support the Strategic Planning process, DoD needs to develop a workforce-planning model for the47
Acquisition Workforce (similar to existing military models). The model will be used to accomplish a48
detailed needs analysis and to develop a demand report that addresses workforce, retirement,49
demographics, career fields and grades, and defines recruiting needs (must know need to hire).50

The primary mission of today’s leaders is to develop and create the leaders of tomorrow. DoD needs to51
invest in its Acquisition Workforce in order to maintain a high level of proficiency and to be prepared52
to meet the challenges of the 21st century. As people are developed, the performance capacity of the53
organization increases bringing better value to the warfighter. Developing and implementing a human54
capital strategic plan for the total force will enable the Department to:55

 Identity future needs.56
 Better align military and civilian work to meet needs.57
 Focus on investments.58
 Merge human capital strategies with DoD core business practices.59
 Enhance the recruiting, retention, and development of talented people.60

These plans should be integrated with overall DoD acquisition strategies and the Government61
Performance and Results Act (GPRA) strategic planning processes. The plans should also encompass62
the ten key principles identified in GAO’s Human Capital, Key Principles from Nine Private Sector63
Organizations:64

 Treat human capital management as being fundamental to strategic business management.65
 Integrate human capital functional staff into management teams.66
 Leverage the internal human capital function with external expertise.67
 Hire, develop, and sustain leaders according to leadership characteristics identified as68

essential to achieving specific missions and goals.69
 Communicate a shared vision that all employees, working as one team, can strive to70

accomplish.71
 Hire, develop and retain employees according to competencies.72
 Use performance management systems, including pay and other meaningful incentives, to73

link performance to results.74
 Support and reward teams to achieve high performance.75
 Integrate employee input into the design and implementation of human capital policies and76

practices.77
 Measure the effectiveness of human capital policies and practices.78

Implementation—DASD (CPP) and AET&CD will provide guidance by October 30, 2000, and USD79
(AT&L) will require the Services and Defense Agencies to develop and begin to implement human80
resources strategic management plans at the Component-level by July 1, 2001.81

Estimated Cost--$.75M.82
83
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Recruiting and Hiring84

Continued high economic growth, coupled with low unemployment rates, has dramatically increased85
competition for high-quality, educated and trained employees in both the government and private86
sector. DoD must have more effective recruitment and hiring strategies87
and tactics to position itself competitively in a growing “talent war.” A88
DoD civilian recruitment program must be innovative to meet today’s89
demands and be flexible to meet tomorrow’s needs. It must incorporate90
current technologies, and be at the forefront of using new tools and ideas91
to give us a competitive edge. DoD provides challenging opportunities and92
quality work early in one’s career – a significant competitive edge over93
the private sector.94

It is imperative that DoD launch an aggressive recruitment program targeted at entry, journey, and95
senior level management positions to replace nearly half its civilian Acquisition Workforce by 2005.96
The Department’s ability to recruit and fill these positions under current labor market conditions,97
particularly the high number of journey-level fills, hinges on successfully marketing the DoD mission,98
offering comparable pay and incentives, forming strategic liaisons with schools, developing and99
implementing the right recruitment tools, and providing adequate resources.100

The hiring methods used by DoD for all levels of the Acquisition Workforce are crucial to successful101
mission accomplishment. Changes in basic policy, increased awareness and use of existing hiring and102
pay setting authorities, and better coordination OPM and DoD will lead to major improvements in the103
hiring process. DoD senior leaders must give priority to competing more effectively for the best and104
follow-up that commitment with sufficient resources.105

The overall perception is that it takes too long to hire personnel. Management and human resource106
professionals must be committed to changing this perception by using all available authorities and107
technology, and providing the appropriate resources to ensure success in making timely offers. This108
report recommends the Department establish campus relationships, recruitment programs, and109
implement a more streamlined hiring process that fully exploits pay setting and bonus authorities in110
order to compete with the private sector for highly qualified candidates. Delegated Examining Authority111
(DEA), the Student Educational Employment Program (SEEP), the Presidential Management Intern112
(PMI) program, the Outstanding Scholar Program, and the newly established Federal Career Intern113
Program are tools that provide tremendous flexibility in hiring college and university graduates.∗114

DoD must make it easier for people to learn about and apply for jobs as well as provide timely115
feedback to applicants. Ongoing efforts to automate the hiring process will streamline the application116
and referral processes and make it easy to apply for a job anywhere and anytime.117

Human Resource support staffs must partner with the acquisition functional managers to expand the118
human resources function beyond the traditional one of providing personnel-related administrative119
services. Human Resource management must be a part of an overall organization strategy.120

In summary, it’s time to market DoD as an exciting place to work with challenging opportunities,121
advancement, excellent benefits, experience, career development, and a high quality of life. DoD must122
be creative and innovative in its recruiting and hiring efforts to attract quality people at all levels into123
the workforce. DoD is initiating this effort through its budgeting process. Implementation of the124
recruiting and hiring initiatives listed below will enhance DoD by providing competitive salaries, timely125
job offers, greater grade and pay flexibility, and better coordination internally and externally.126

                                                       
∗ Appendix E explains the personnel programs and terminology used in this report.

RRecruiting must be
innovative to meet

today’s demands and
be flexible to meet
tomorrow’s needs.
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Initiative #2—Market DoD as a Great Place to Work127

Develop and implement a comprehensive marketing program to inform the general public, through the128
professional media, about DoD and the challenging career opportunities available in the Defense129
Acquisition Workforce.130

Implementation—DASD (CPP) and AET&CD should jointly establish and chair a working group with131
representatives from the Services and Defense Agencies (including functional managers and public132
affairs representatives) and consider hiring a marketing firm to develop and implement a strategy to133
market DoD by March 15, 2001.134

Estimated Cost--$10M.135
136

Initiative #3—Develop Acquisition Workforce Recruiting Programs137

Develop comprehensive recruiting programs for the Acquisition Workforce at the Services and138
Agencies, recognizing the continued need for workforce diversity. Programs should include the139
following:140

 Develop local recruiting strategies, including affirmative employment plans designed to achieve141
workforce diversity, to support and implement the Components’ Human Resources strategic142
management plans.143

 Train and prepare functional managers and new hires to support recruiting efforts.144
 Develop and provide them with recruiting materials.145
 Form close partnerships with college and university leaders.146
 Establish an incentive/recognition program that rewards federal employees who nominate147

candidates for hard-to-fill positions when candidate is hired and remains with the Department for148
some period of time.149

Implementation--The Services and Agencies will develop an implementation strategy by March 31,150
2001, and initiate recruiting programs for the Acquisition Workforce during the third quarter of FY02.151

Estimated Cost—$5.5M152
153

Initiative #4—Maximize Use of the Student Educational Employment Program154

(SEEP) to Recruit College Students155

Target college and university students with critical skills early in their student years as part of DoD’s156
marketing strategy. Structuring summer employment to showcase the challenging opportunities in DoD157
acquisition careers could significantly increase the number of students who elect to work for DoD after158
graduation. For example:159

 Establish an Acquisition Summer Intern program to involve college students with the Acquisition160
career fields. The program should be structured to allow students to become involved in a formal161
project, the outcome of which can be presented to senior management officials at the end of the162
internship.163

 Establish an acquisition civilian “Reserve Officer Training Corp (ROTC)” type scholarship164
program, to give students progressively responsible positions each summer (perhaps rotating165
through various functions/locations) and a permanent position upon graduation. The program could166
include payment of college tuition with an appropriate service commitment.167

 Offer recruiting bonuses to co-op and intern students who convert to full time employees upon168
graduation from college.169

 Use existing training authorities to offer accelerated promotions at six-month intervals.170
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Implementation--The Services and Defense Agencies should review SEEP opportunities and take171
maximum advantage of them not latter than October 1, 2000.172

Estimated Cost--$65M.173
174

Initiative #5—Maximize Use of Existing Hiring Authorities175

Fully use all existing hiring authorities including Delegated Examining authority, Term Appointment176
authority, SEEP, PMI, Outstanding Scholar, and Federal Intern Programs. The Task Force advocates177
maximum delegation of authority for recruitment bonuses, retention allowances, and pay setting to the178
appointing officials whenever possible. Having examining authority is key to accelerating the hiring179
process; it is generally available by request to DASD (CPP) through appropriate Component channels.180
In addition, hiring officials should establish and enforce acceptable timelines for the hiring process with181
customer service as a key metric. One method to accelerate and maintain shorter timelines is to182
maximize use of automated tools such as resume databases under the Modern Defense Civilian183
Personnel Data System. (See also the Ongoing Initiative to Automate the Hiring Process at the end of184
the Recruiting and Hiring section.)185

Implementation--The Services and Agencies should examine their hiring policies to ensure that they are186
not unnecessarily restrictive and report successes to DASD (CPP) by January 1, 2001. Commanding187
officers and Administrators at all levels should strongly consider seeking Delegated Examining188
Authority. In addition, DASD (CPP) and AET&CD should jointly develop and distribute a Recruiting,189
Hiring, and Retention Handbook (See Initiative 21 in the Workforce Management section).190

Estimated Cost—Within current budget authority.191
192

Initiative #6—Establish and Enforce Acceptable Timelines for the Hiring Process193

Streamline the hiring timelines and obtain leadership commitment to enforce it. Organizations that focus194
on the time required to hire and establish metrics to monitor it can significantly reduce the time195
required to hire new personnel. Possible interventions include: increased awareness by individuals196
involved in the hiring process, more personnel to process hiring actions, and increased use of197
automated tools such as resume databases.198

Implementation—The Services and Defense Agencies should review their hiring processes and establish199
competitive hiring timelines. Complete this review and publish appropriate timelines and metrics by200
December 15, 2000.201

Estimated Cost—No additional funds required.202
203

Initiative #7—Conduct an Acquisition Pay Comparability Study.204

Many believe that compensation is not comparable to the private sector. The findings from an205
acquisition pay comparability study would provide the information needed to make decisions for the206
future. If compensation is not comparable to private sector salaries in some acquisition occupations,207
DoD can seek special rate authority through OPM208

Implementation—AET&CD should initiate a pay comparability study for acquisition career fields by209
October 1, 2000.210

Estimated Cost—$2.0M.211
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Initiative #8—Make Pay More Competitive212

Make initial offers and salaries more competitive with the private sector by maximizing use of available213
pay setting and bonus authorities (Superior Qualification Appointments, recruitment and relocation214
bonuses, and student loan pay back authority) to make total compensation more competitive with the215
private sector. Many functional managers do not fully understand all of the authorities currently216
available to assist them to make competitive compensation offers.217

Implementation--DASD (CPP) develop and distribute a Recruiting, Hiring, and Retention Handbook218
for supervisors by February 1, 2001 that includes pay setting authorities. (See also initiative 21.)219

Estimated Cost—To be determined.220
221

Initiative #9—Expand Public and Private Sector Recruiting Efforts, and Make It222

Easier to Apply for DoD Acquisition Positions223

Expand recruiting efforts to encompass all sources – industry, academia, DoD, and other federal224
agencies, and make it easier to apply for DoD Acquisition positions.225

• Continue to streamline and automate the hiring process to make the application process226
more consistent with the private sector.227

• Establish a timely and effective feedback process to keep applicants informed.228

• Structure position criteria so those candidates outside the organization, command or229
agency can also qualify for selected positions.230

Implementation—DASD (CPP) should streamline the application and hiring process by March 31,231
2001 to target candidates from the private sector.232

Estimated Cost--$1M.233
234

Initiative #10—Establish a central DoD Acquisition Career Management Website235

A central website for the Acquisition Workforce, that identifies acquisition job vacancies similar to236
monster.com, hotjobs.com, etc., will serve as a marketing tool and “get the word out” to interested237
parties.238

Implementation—The Director of AET&CD will develop a website that includes Acquisition239
Workforce job vacancies by March 31, 2001240

Estimated Cost—$1.25M.241
242

Initiative #11—Develop Mechanism for Acquisition Certification of Private Sector243

Accessions244

As the Department begins to recruit acquisition professionals from the private sector, it is imperative245
that DoD have a mechanism to assess experience, education, and training to quickly provide246
appropriate level of certification.247

Implementation—The Director of AET&CD will develop a certification methodology for Acquisition248
Workforce accessions from the private sector by December 31, 2000249

Estimated Cost—$0.17M.250
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Initiative #12—Convert Term Appointments to Permanent Appointments Non-251

Competitively252

The ability to convert term employees into permanent employees offers the Department and the253
employee the opportunity to make sure it’s a good fit. Legislative authority to offer term appointments254
that can lead to non-competitive conversion to permanent positions for organizations not in the255
Acquisition Demonstration would be an important recruiting and workforce shaping tool.256

Implementation—AET&CD and DASD (CPP) will jointly develop and introduce a legislative proposal257
by October 1, 2000 in full consultation with the component union employee associations.258

Estimated Cost—$0.17M.259
260

Initiative #13—Rehire Federal Annuitants without Financial Offset261

Seek delegation of authority to rehire federal retirees on a case by case basis. Federal annuitants are a262
source of critical acquisition skills if needed. Rehiring federal annuitants without financial offset263
(similar to recent military compensation relief legislation) would provide a financial incentive if these264
retired employees are needed to conduct critical acquisition work.265

Implementation—USD (AT&L) should seek delegation of authority from OPM to authorize rehiring of266
federal retirees, without financial offset, for critical Acquisition Workforce requirements. Revise267
relevant policy by December 15, 2000.268

Estimated Cost--$0.17M.269
270

Ongoing Initiatives:271
272

Increase Bonus Ceilings273

Increase the percent of salary that can be used for recruitment, retention and relocation bonuses from274
25% to 50% of base salary.275

Implementation—This is an ongoing initiative sponsored by OPM. The Task Force strongly supports276
this initiative.277

278

Automate the Hiring Process279

Continue efforts to automate the hiring process throughout the Acquisition Workforce via automated280
referral systems and resume databases. OSD civilian personnel is currently automating the hiring281
process by integrating Resumix with the Modern Defense Civilian Personnel Data System (DCPDS).282

Implementation--This is an ongoing initiative sponsored by DASD (CPP). The Task Force strongly283
supports this initiative.284

285
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Permit Initial Conversion of and Allow Immediate Contributions to Government286

401K Plans287

Adds the ability for new hires from industry to convert existing 401K plans into the government288
retirement plan and continue their contributions uninterrupted.289

Implementation—This is an ongoing initiative sponsored by Congress. The Task Force strongly290
supports this initiative.291

292

Establish Special Pay Rates for Information Technology Specialists293

Special Pay rates will increases the ability to attract and retain Information Technology specialists.294

Implementation—OPM is currently conducting a study to determine pay disparities. Expected295
implementation is January 2001. The Task Force strongly supports this initiative.296

297

Career Development298

Members of the civilian Acquisition Workforce must be better299
prepared to assume key leadership positions while adapting to the300
rapidly changing environment within DoD. To prepare the future301
workforce, we must describe the functional and leadership302
competencies required at all levels for acquisition career303
development. OPM has established functional and universal304
competencies that must be leveraged to assist in the development of individual career paths. In addition,305
the department must continue to invest in its people to make them more valuable, give them challenging306
and rewarding jobs that make them want to stay, and make them competitive for promotion.307

Career development includes education, training, and experience. Enabling education and training is a308
core supervisory responsibility, and supervisors must be committed to providing education and training309
opportunities both at TDY locations and at the workplace. Early in their careers, acquisition310
professionals develop job proficiency and functional expertise, as well as obtaining acquisition311
certification in their primary career field. At the mid-career point, the focus shifts to increasing the312
depth and breadth of experience.313

In order to prepare individuals for key leadership positions, this report recommends that the314
Department increase civilian leadership development opportunities after Level III certification in315
primary career fields and identify competencies required for success in these positions. Although some316
acquisition professionals will chose to specialize in one career field many of tomorrow’s leaders will317
need multi-functional experience. Therefore, we must develop career paths to enable the development318
of multi-functional acquisition professionals, and prepare employees through use of programs such as319
DLAMP and the Executive Leadership Development Program.320

In addition, civilian members of the Acquisition Workforce need to increase their awareness of the321
functions and missions of other agencies, Services, and private industry. Rotational assignments among322
these entities will further enhance career-broadening experiences and develop well-rounded leaders for323
tomorrow. Mobility across occupations and organizations at the same location, as well as geographic324
mobility, can also provide tremendous broadening experiences needed to meet the challenges of325
tomorrow.326

Finally, timely acquisition certification training must be available to all employees. Enabling education,327
training, and leadership development is a core supervisory responsibility, and supervisors must be328

IInvest in people to make
them more valuable and give

them challenging and
rewarding jobs
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committed to providing education, training, and leadership opportunities both at TDY locations and in329
the workplace.330

331

Initiative #14—Establish Career Paths to Achieve Multifunctional Acquisition332

Professionals.333

Identify and enable the development of multifunctional Acquisition career professionals while334
recognizing the continued need for technical specialists’ career paths for all Acquisition Workforce by:335

 Entry level (level 5 to 9) - Develop functional expertise and achieve functional level II336
certification.337

 Journey level (level 9 to12) - Broaden selected employees to gain functional expertise and level338
II certification in other acquisition fields.339

 Senior level (level 13 to 15) - Achieve level III certification in primary career field then acquire340
certification in multiple career fields. Make leadership series more generic (i.e., list as “General341
Manager” positions).342

 Provide orientation programs to new hires at all levels to better understand the warfighting343
mission and customers.344

Implementation The Department, working closely with the Services and Defense Agencies,  will define345
multifunctional career paths and provide a program plan by March 31, 2001, for Service and Defense346
Agency implementation.347

Estimated Cost—$2.5M.348
349

Initiative #15—Provide Timely Certification Training350

Provide training required for certification in a timely manner.351

• Aggressively manage training quotas.352
• Advertise and promote Defense Acquisition University (DAU) alternative courses.353
• Expand use of distance and Web-based learning.354

Implementation--Director AET&CD should assess training requirements and ensure that appropriate355
training is available by March 1, 2001. DAU should fund and implement certification training during356
third quarter, FY 02.357

Estimated Cost—DAU has included this funding requirement in its current budget plans.358

359

Initiative #16—Provide More Career-Broadening Opportunities360

Provide career-broadening opportunities for level II and III certified professionals through rotational361
assignments. Allow employees to select local area and/or geographic mobility/rotation options. Promote362
mobility rotation between occupations and organizations in the local area for career broadening.363

• Within Service or Agency364
• To another DoD Service or Agency365
• With other non-DoD federal departments or agencies366

Implementation-- USD (AT&L) should direct the Services and Defense Agencies to implement career367
broadening programs by December 15, 2000.368

Estimated Cost--$84M.369
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Initiative #17—Establish a Government/Industry Exchange Program370

Create an exchange program between government and the private sector. This will introduce private371
sector business concepts, best practices, and perspectives to the Acquisition Community and provide372
career-broadening opportunities for level II and III certified Acquisition professionals.373

Implementation—AET&CD should develop and sponsor legislation to establish a government/industry374
exchange program with the private sector “for profit” organizations for the Acquisition Workforce and375
submit it by October 1, 2000.376

Estimated Cost--$0.25M.377
378

Initiative #18—Encourage Geographic Mobility379

Provide incentives and support for geographic mobility assignments for incumbents of acquisition380
positions:381

• Address family mobility issues for a geographic move. Assist spouses to find comparable jobs in382
new locations through the Priority Placement Program or use of “headhunters.” Identify383
sponsors to support family needs resulting from a move.384

 Provide authority to fund retirement moves for select civilians who were moved to meet DoD385
needs similar to existing authority for members of the SES.386

Implementation-- The Services and Defense Agencies should foster mobility opportunities and establish387
support programs by December 15, 2000. AET&CD should initiate legislation to authorize retirement388
moves to home of record (similar to military entitlements) for the Acquisition Workforce by December389
15, 2000.390

Estimated Cost—$8.5M.391
392

Initiative #19—Increase Civilian Leadership Developmental Opportunities393

Provide more civilian leadership development opportunities:394

• Offer leadership training appropriate to each grade level. Develop programs for supervisors and395
managers that provide guidance on effective personnel management practices that enhance the396
work place environment and promote retention.397

• Stress the critical role of first level supervisors in retaining talented employees.398
• Designate positions as “leadership opportunities” and rotate personnel through on a two to three399

year basis.400
• Identify acquisition leadership positions at senior management level and permit competition401

among multiple functional disciplines.402
• In accordance with DAWIA, compete acquisition leadership positions between military and403

civilians.404
• Expand the DLAMP program to include industry rotational assignments. (Ongoing Initiative at405

DASD (CPP) and consider a pre-DLAMP program for GS12/13 as recommended by the406
Defense Science Board’s Task Force on Human Resources Strategy.407

• Encourage mentoring/coaching at all levels.408

Implementation—The Services and Defense Agencies will develop implementation plans to increase409
civilian leadership development opportunities by March 31, 2001. The Services and Defense Agencies410
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will compete military and civilian candidates for leadership positions IAW DAWIA. In addition, the411
Services and Defense Agencies will promote mentoring/coaching at all levels.412

Estimated Cost--$4.25M.413

Ongoing Initiative:414
415

Establish Career Development Plans for all Acquisition Career Fields416

 Utilize OPM-established competencies to establish requirements to advance to each career level.417
Use The Future Acquisition and Technology Workforce Report to describe these competencies in418
detail.419

 Provide training/experience to master these competencies.420
 Identify key positions, training, and experience that must be successfully accomplished to be421

competitive for promotion or assignment to key leadership positions.422

Implementation--AET&CD, the Functional Advisors, career area Functional Integrated Product423
Teams, and Service DACMs are establishing civilian Acquisition Workforce career development plans.424
The Task Force strongly supports this effort.425

Workforce Management426

The way that acquisition is done in DoD is changing. Emerging technologies, globalization,427
downsizing, changing demographics, human capital concerns, and new national security threats will428
drive the civilian Acquisition Workforce environment of the 21st century. As a result we are demanding429
more of our managers, and they have increased responsibilities.430

This new environment has manifested itself in a variety of ways: a tight U.S labor market resulting in a431
bidding war for talent, the globalization of technology, and new432
asymmetric threats. In order for the Acquisition Workforce to meet433
future national security requirements, we must be able to respond434
quickly. Modifications to DoD civilian personnel authority have435
occurred in recent years, increasing the Department’s ability to respond436
to change. However, existing authorities are not well understood by437
many within the workforce, especially regarding initial pay setting and recruitment, retention and438
relocation bonus authorities.439

While current civilian workforce authority provides some flexibility, it is not enough to achieve the440
necessary cultural change in values and processes needed to form the Acquisition Workforce of the 21st441
century. Current authority does not provide DoD with the ability and tools needed to retain institutional442
knowledge, and reshape the skills mix and numbers in its workforce.443

The U. S. Senate version of the National Defense Authorization Act For Fiscal Year 2001, Section444
812, recommends that the Secretary provide recommendations to improve personnel management laws,445
policies, or procedures with respect to the DOD acquisition workforce. As the Department develops446
recommendations, DoD must explore the full range of options necessary to recruit, retain, and reshape447
its workforce for tomorrow. An alternative hiring system that includes the category ranking, a shortage448
and critical need hiring authority, and exceptional academic qualifications or special experience hiring449
authority is critical to transition the workforce into the 21st Century. Proposed changes to existing450
personnel laws, policies, and procedures must consider merit system principles and merit system based451
organizational values; delegation of hiring authority to the lowest possible level; increased recruiting452
and staffing flexibility; increased use of automation and simplified human resource management453

WWorkforce Shaping is
the key enabler for the

transition to the
workforce of tomorrow
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systems; increased functional management involvement in qualifying, rating, ranking, and selecting454
candidates; market-based compensation, pay for contribution, and negotiation of vacation time for new455
hires from the private sector at journey and senior levels;; and additional workforce shaping tools.456

The Acquisition Demonstration Project provides the acquisition community with many flexibilities. This457
demonstration provides the legal authority to combine broad banding, a simplified classification system,458
and a contribution-based Compensation and Appraisal System (CCAS) into an integrated human459
resources management program. Broad banding combines numerous occupational series into three460
career paths and groups several grade levels into pay bands with no steps. The simplified classification461
system replaces OPM classification standards with six contributing factors, and substitutes generic462
position requirement documents (PRDs) for multiple position descriptions. The CCAS directly links463
compensation to employees’ contributions to their mission through their annual performance appraisals.464
This program provides greater managerial control over personnel processes and functions, and it465
expands the opportunities available to employees through a more responsive and flexible personnel466
system. It gives managers at the lowest possible level the authority, control, and flexibility they need to467
achieve quality acquisition processes and quality products.468

469

Initiative #20—Assess DoD Acquisition Personnel Management Authorities470

Assess the need for additional DoD authorities for civilian Acquisition Workforce personnel policy and471
procedures and recommend changes in full consultation with Component union employee associations.472
The assessment should encompass such things as the principles listed in the Workforce Management473
discussion above.474

Implementation—AET&CD and DASD (CPP) should conduct this assessment jointly and introduce a475
legislative proposal by December 15, 2000.476

Estimated Cost--$1.75M.$1.25M.477
478

Initiative #21—Develop a Functional Managers Recruiting, Hiring, and Retention479

Handbook480

Many functional managers do not fully understand current personnel authorities or how to use them.481
Therefore, the Task Force believes that DoD must communicate the current recruiting, retention,482
relocation, and pay authorities to functional managers by developing a comprehensive Recruiting,483
Hiring, and Retention Handbook.484

Implementation--DASD (CPP) will develop a handbook for functional managers and make it available by485
all means to members of the Acquisition Workforce. Disseminate it broadly by January 1, 2001.486

Estimated Cost--$0.25M.487
488

Initiative #22—Provide Further Flexibility on High Grade Quotas489

Highlight existing flexibilities and authorities for DoD management of high grades to the Services and490
the Defense Agencies who have the ultimate responsibility to manage the DoD acquisition system.491

Implementation--DASD (CPP) will publicize DoD high-grade personnel management flexibility by492
October 1, 2000. DASD (CPP) should review existing authority to manage high grades and seek493
additional flexibility for delegation to the Services and Defense Agencies by March 31, 2001.494

Estimated Cost--No additional cost.495
496
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Initiative #23—Improve Management of Personnel Lapse Rates497

Improve management of personnel strength by increasing emphasis on efforts to reduce personnel lapse498
rates (the gap time until refilling a personnel vacancy).499

Implementation--The Services and Defense Agencies will develop metrics to assess vacancy lapse rates500
and seek methods to decrease them. Simultaneously, the Services and Defense Agencies should evaluate501
and implement avenues to better manage unused personnel budget account resources resulting from502
vacancies.503

Estimated Cost--No additional cost.504
505

Initiative #24—Assess the Need for DoD Civilian Retirement Plan Alternatives506

Assess the impact of the current retirement plans on the civilian Acquisition Workforce and determine507
the need to develop alternatives adapted to the changing market place. This initiative increases DoD’s508
ability to transfer and retain critical knowledge in the civilian workforce.509

Implementation--DASD (CPP) will conduct a study to assess the need for alternatives to current civilian510
employee retirement plans and report the results with recommendations to USD (P&R) and USD (AT&L)511
by July 1, 2001.512

Estimated Cost--$0.17M.513
514

Initiative #25—Allow Employees to Buy Down the Early Retirement Penalty515

Provide employees covered by the Civil Service Retirement System and the Federal Employees516
Retirement System the option to offset all or part of the under age penalty for early retirement by517
making voluntary contributions to the Civil Service Retirement and Disability Fund (CSRDF). Allow518
use of VSIP, lump sum annual leave, and other funds to be transferred directly to CSRDF.519

Implementation--DASD (CPP) develop and introduce new legislation to Congress by January 1, 2001.520

Estimated Cost—No additional cost; program would be employee funded.521
522

Initiative #26—Conduct Entrance and Exit Surveys523

Conduct entrance and exit surveys to determine where problems exist to allow management to adjust524
recruiting, hiring, and retention efforts. Involve functional managers in assessing the results.525

Implementation—DASD (CPP) and AET&CD will jointly develop entrance and exit survey programs526
by January 31, 2001 for Service and Defense Agency implementation.527

Estimated Cost—$.17M.528

Initiative #27—Establish a Program to Share Best Practices within the Acquisition529

Workforce.530

Establish an OSD (AT&L) Acquisition Workforce program to solicit and recognize “best practices”531
across the DoD Acquisition Workforce. Share these best practices on an Acquisition Workforce web532
site (see Initiative #10)533

Implementation—AET&CD shall develop and establish guidelines by January 1, 2001, and implement534
the program by March 31, 2001.535

Estimated Cost—No additional costs.536
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Ongoing Initiatives:537
538

Refine and Expand the Acquisition Personnel Demonstration Project539

In close consultation with Component union employee associations, the Program Manager is refining540
the Acquisition Personnel Demonstration Project by incorporating lessons learned. The Acquisition541
Demonstration Program Office will meet with all interested parties to seek endorsement and expansion542
of the Project to as many Acquisition organizations and locations as possible.543

Implementation—The Acquisition Demonstration Program Office will refine and promote expansion of544
the Acquisition Demonstration Project throughout the Acquisition Workforce. Service and Defense545
Agencies should strongly consider maximum participation in the Acquisition Demonstration Project.546

547

Develop a Phased Retirement Program548

Develop a phased retirement program for key acquisition workforce personnel in order to transfer549
critical expertise to replacements. For this initiative to have a positive force-shaping effect, it needs550
support by the Services and Defense Agencies.551

Implementation—This is an ongoing initiative sponsored by DASD (CPP). The Task Force strongly552
supports this initiative.553

554

Expand Voluntary Early Retrirement Authority and Voluntary Separation Incentive555

Pay (VERA/VSIP) Authority556

Expand the authority for use of VERA/VSIP as a workforce-shaping tool not associated with a557
reduction in force (RIF). This initiative enhances managers’ ability to retain the right mixture of job558
skills while experiencing overall downsizing.559

Implementation--This is an ongoing initiative jointly sponsored by Congress, OSD, and the Air Force.560
The Task Force strongly supports this initiative.561

Quality Of Life562

The Department must increase its flexibility to respond to the quality of563
life needs of the Acquisition Workforce to promote efficiency and564
effectiveness by maintaining high morale and sustaining high levels of565
retention. Quality of life will become an increasingly important factor in566
our ability to recruit and retain talented individuals in the future and567
should be marketed as a significant benefit, especially considering the very tight labor market in the568
U.S. The more flexible the we become in providing a workforce with the ability to balance work and569
family needs, the more productive we will be to meet the changing needs of the warfighter. Some of the570
key factors that influence employee quality of life include morale, flexible work schedules and571
practices, and maximizing family time.572

Recognition, both monetary and non-monetary, is an important tool in maintaining employee morale.573
Although the Department does not have the capability to match all private-sector incentives (e.g., large574
monetary awards, stock options, etc.), DoD can provide cash awards, Quality Step Increases (QSIs)575
and non-monetary awards to reward employees. In addition, awards of additional time off, public576
recognition ceremonies, and appropriate certificates or plaques are morale enhancing to employees and577
should be done more often in the Department.578

PPromote  retention by
balancing work and

personal life
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Flexible work schedules enable employees to balance work/life demands and are useful recruitment and579
retention tools. They enable managers and supervisors to meet their program goals while allowing580
employees to be more flexible in scheduling personal activities. As employees gain greater control over581
their time, they can, for example, balance work and family responsibilities more easily, become582
involved in volunteer activities, and take advantage of educational opportunities.583

584

Initiative 28—Maximize Use of Employee Incentive Programs585

Maximize use of employee incentive programs focusing on rewarding performance of the individual586
and team - recognition and awards, Gain Sharing, Quality Step Increases, and retention bonuses.587

Implementation—The Services and Defense Agencies should review and take maximum advantage of588
available recognition programs by October 1, 2000.589

Estimated Cost—Within existing budgets.590
591

Initiative 29—Create a Work-Friendly Envionment592

Maximize the use of alternative work schedules (including flexible work hours and compressed work593
schedules), relaxed dress codes, and telecommuting, consistent with organization mission, for all levels594
of employees.595

Implementation—The Services and Defense Agencies should review and take maximum advantage of596
available programs by October 1, 2000. Refer to existing DASD (CPP) policies.597

Estimated Cost—Within existing budgets.598

599

Initiative 30—Maximize Use of Return Home Visit Authority for TDY Employees600

and Permit Spousal Travel as an Alternative601

Require managers to plan for, fund, and authorize “return home visits” for employees on long-term602
temporary duty using existing return home visit authority in the Joint Travel Regulations (JTR). Seek603
legislative authority to permit spouses to alternatively visit employees at the TDY location (similar to604
commercial sector best practice) as long as cost is not disadvantageous to the government (e.g., on a605

constructive travel basis).606

Implementation—The Services and Defense Agencies should encourage managers to fund and provide607
return home visits IAW the JTR. AET&CD and DASD (CPP) should jointly develop and sponsor608
legislation to permit spouse travel submission to Congress by December 15, 2000.609

Estimated Cost--$1.2M.610
611

PILOT PROGRAMS612

The Task Force recommends that the following initiatives within current authority be implemented613
immediately on a limited basis. The proposed pilot programs are:614

• Initiative #5—Maximize Use of Existing Hiring Authorities615

Delegated examining authority can significantly streamline the hiring process.  Suggest that each of the616
Services and Defense Agencies consider requesting Delegated Examining Authority for major civilian617
acquisition population centers.618



WORKING DRAFT

07/20/00 23 draft report 0720

• Initiative #9—Expand Public and Private Sector Recruiting Efforts619

Increasing the number people hired from outside the Department is key to cultural change. Recommend620
each Service and Defense Agency hire 5-10 people from outside the Department in FY 2001.  Hiring621
retired military personnel would not achieve the goal of this initiative.622

• Initiative #14—Establish Career Paths to Achieve Multifunctional Acquisition Professionals623

The Services and Defense Agencies have already begun to explore multi-functional acquisition624
professionals. Recommend each Service and Defense Agency transition 5-10 people from one625
acquisition career field to another.  These individuals should be at the journeyman level.626

• Initiative #16— Provide Career Broadening Opportunities627

The Services and Defense Agencies should provide career broadening opportunities in the local area by628
rotating individuals between organizations. The program can be initiated with 5-10 personnel at each629
acquisition population center.630

• Initiative #17—Establish a Government/Industry Exchange Program631

 Initiative #19—Increase Civilian Leadership Developmental Opportunities.632

The Services and Defense Agencies should identify 2-3 leadership positions as rotational assignments at633
each acquisition population center as a pilot effort in FY 2001.634

635

BEST PRACTICES636

This section of the report details proven, effective human resource management innovations in use637
among various DoD organizations. The Task Force identified these innovations as best practices that638
should be benchmarked by all Acquisition Workforce organizations.639

640

Army Acquisition Corps Career Development641

The Army Acquisition Corps (AAC) is designed to provide professional development, career642
enhancement, and education, training, and experience opportunities to enable the Army Acquisition643
Workforce (AAW) members to meet the needs of the 21st century soldier. Besides developing a highly644
competent Acquisition Workforce responsive to the needs of the Army, it also outlines a clearly defined645
environment that supports and encourages career progression and leadership development at all levels646
for both its military and civilian members. Examples of best practices implemented by the AAC647
include:648

Centralized Career Management Approach649

The Army is developing an integrated corps of acquisition leaders through a centralized management650
approach that identifies all position requirements and provides functional and leadership developmental651
opportunities to members of the AAW. This best practice of centralizing career development and652
management functions empowers both military and civilian members by enabling them to develop and653
execute personal career development plans tailored to their own professional goals as well as the654
requirements of the Army. In addition, the acquisition record brief is a one-page snapshot that655
facilitates a centralized approach by providing a means to track each workforce member’s current656
organization, experience, education, training, and certifications, making it simple to match potential657
candidates and their skills to critical acquisition position vacancies.658
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Regional Support System659

The AAC has established Regional Support Offices to decentralize human resources support and660
provide AAW members ready access to information on the opportunities that the Corps offers.661
Acquisition Career Managers (ACM’s) reside at these offices to assist the workforce in achieving their662
career objectives. The advantage of this arrangement is that members of the workforce can meet face-663
to-face with a career specialist within their region to explore their options and develop their personal664
career outline. Previously it was the responsibility of the employee to research these opportunities,665
which can now be found in a single source, grouped by region.666

Leadership Development for Journeymen667

Another best practice established by the AAC is the Competitive Development Group (CDG) Program.668
Each year, General Schedule (GS)-12/13 acquisition professionals are competitively selected to669
participate in this program to develop future acquisition leaders by preparing them for more challenging670
leadership roles. The three-year program provides participants with cross-functional developmental671
assignments and expanded leadership and management training. CDG graduates are then designated as672
members of the U.S. Army Acquisition Corps. This program provides opportunities that the individual673
would not have otherwise, and identifies him/her as having the skills necessary to assume critical674
acquisition positions.675

Military/Civilian Best Qualified Selection676

The competitive selection of the best-qualified AAC members, military or civilian, for certain critical677
acquisition positions is also a best practice. Military and civilian AAC members are given the678
opportunity to apply and compete head-to-head for selected program manager/command positions.679
Through a competitive board selection process, positions are filled with the best-qualified AAC680
members, regardless of whether they are a military officer or civilian. Unique to this process is the fact681
that these individuals are selected based on common criteria independent of the positions, and then682
assigned to the positions based on best fit.683

More information about the Army Acquisition Corps can be found on its homepage,684
http://www.dacm.sarda.army.mil.685

686

Navy Acquisition Intern Program687

The Navy Acquisition Intern Program fully utilizes existing salary and bonus authorities to compete688
with the private sector, and it makes a substantial investment in the career development of its interns by689
fostering the development of multi-functional skills. The program was developed in response to Public690
Law 101-510, Defense Acquisition Workforce Improvement Act (DAWIA) of 1990 (Section 1742)691
which states:692

The Secretary of Defense shall require that each military department conduct an intern693
program for purposes of providing highly qualified and talented individuals an694
opportunity for accelerated promotions, career broadening assignments, and specified695
training to prepare them for entry into the Acquisition Corps.696

The goal of the program is to recruit and develop the “best fit” individuals from colleges and697
universities and prepare them to assume some of the Department’s top Acquisition Workforce positions.698
The Navy feels strongly that a highly trained, educated and skilled Acquisition Workforce is required to699
support the increasingly sophisticated Navy and Marine Corps weapons systems of today and700
tomorrow. Some of the features of the program are noted below:701

 Approximately 300 interns are hired per year totaling up to 900 in the program.702
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 It includes all acquisition career fields except Program Management.703
 It targets recent college graduates with approximately a 3.0 Grade Point Average (GPA) and704

above.705
 It features competitive job offers (using existing salary and bonus authorities to fullest extent).706
 It provides an orientation conference to familiarize interns with the Navy and Marine Corps707

mission. It includes ship and submarine tours, shipboard damage control training, and708
discussions with warfighters.709

 The three-year training and career development program is centrally funded.710
 It mandates development of Individual Development Plans.711
 It fully funds graduate courses and DAWIA training.712
 DAWIA level II certification is required upon completion.713
 It requires rotational assignments, both internal and external to the host organization, to714

promote multi-functional skills and leadership awareness.715
 It offers placement into Navy acquisition organizational billets at GS-11/12 or NH/NJ III level716

upon successful completion.717
718

Air Force Materiel Command Human Resource Strategic Management Planning719

The Air Force has already made significant strides in developing a Human Resource Strategic720
Management Plan for the acquisition workforce.  In October 1998, the Air Force Materiel Command721
(AFMC) Commander, General George T. Babbitt, commissioned a comprehensive study of the722
command’s work force to tailor AFMC’s human resources to its future business needs. The study’s723
scope encompassed the total force—civilian, military and contractor elements—an initial review of force724
data soon revealed that skewed civilian years-of-service demographics and lack of sufficient725
developmental positions presented the greatest of challenges to be addressed. The main focus of the726
study became the civilian segment, with an emphasis on accession planning and the investments needed727
to achieve our objectives.728

While much remains to be accomplished, AFMC’s Work Force Shaping Study, “Sustaining the729
Sword”, has become the baseline for a comprehensive effort, through Program Objective730
Memorandum, Financial Plan and Budget Execution Review processes, to fund necessary force shaping731
investments. These include recruitment and relocation bonuses, first-duty station moving costs,732
additional Air Force interns, and training of supervisors for a significant increase in developmental733
employees. In addition, AFMC continues to press for policy and legislative reforms designed to cut red734
tape and streamline recruiting processes.735

AFMC’s Work Force Shaping Study, “Sustaining the Sword” can be found at https://www.afmc-736
mil.wpafb.af.mil/HQ-AFMC/DP/2005/final.htm.737

738

DoD Civilian Acquisition Workforce Personnel Demonstration Project739

The purpose of the DoD Civilian Acquisition Workforce Personnel Demonstration Project is to enhance740
the quality, professionalism, and management of the acquisition workforce through improvements in the741
efficiency and effectiveness of the human resources management system. This demonstration project742
provides managers, at the lowest practical level, the authority, control, and flexibility they need to743
achieve quality acquisition processes and quality products and to respond as market conditions change.744
This project not only provides a system that retains, recognizes, and rewards employees for their745
contribution, but also supports their personal and professional growth. It is indeed an enabler for746
cultural change.747
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Project interventions strive to achieve the best workforce for the acquisition mission, adjust to748
workforce change, and improve workforce quality. Key features of the demonstration project include749
streamlined hiring, “broadbanding,” a simplified classification system and a Contribution-based750
Compensation and Appraisal System. In addition, this project offers Delegated Examining Authority751
and modified term appointments that provides organizations greater control over the hiring process.752
“Broadbanding” combines numerous occupational series into three career paths and groups several753
grade levels into pay bands with no steps. This simplified classification system replaces OPM754
classification standards with six contribution factors and replaces multiple position descriptions with755
generic position requirement documents. The contribution-based system links compensation to756
employees’ contributions to the mission through annual performance evaluations.757

This project is tailored to the mission and needs of the DoD acquisition workforce. Currently, there are758
approximately 5,000 participants across all the Services and the Defense Agencies located in 63759
locations worldwide. Employee unions have generally opposed the Acquisition Demonstration due to760
their concern that it would place too much authority over pay at the local management level.761

For additional information on the DoD Civilian Acquisition Workforce Personnel Demonstration762
Project, visit its web site at http://www.acqdemo.com.763

764

Defense Leadership and Management Program (DLAMP)765

In response to recommendations from the Commission on Roles and Missions of the Armed Forces,766
DoD created the DLAMP program in 1997. This first-ever Department-wide program focuses on767
“joint” civilian leadership training, education, and development within and across the DoD components768
to prepare civilians for key leadership positions at the GS –13, GS-14, GS-15, and Senior Executive769
Service levels. This program is viewed as a best practice because it accomplishes the following:770

 Enables civilian leaders to assume broader responsibility.771
 Expands knowledge of the Department’s national security mission.772
 Strengthens communication and trust among senior military and civilian leaders.773

774
DLAMP requires a one-year rotational assignment outside one’s occupation or Service, at least a three-775
month course in professional military education at the senior level, and at least ten advanced-level776
graduate courses in subjects important for Defense leaders (in a format similar to a Defense-focused777
MBA). These activities are completed over six to ten years. Competitively chosen for admission, each778
participant also has a personal mentor to provide guidance throughout the multi-year effort. This779
program serves as a model for similar efforts in several other countries.780

The success of DLAMP has heightened awareness of the need for additional investments in the civilian781
workforce both in terms of leadership skills and in terms of occupational knowledge. Research has782
indicated that higher-level DoD positions are filled overwhelmingly by people who have spent some783
time within the Department. It is essential that DoD continue to invest in its civilian cadre.7 To that784
end, the Defense Science Board’s Task Force on Human Resources Strategy recently issued a strong785
endorsement of DLAMP, called for its expansion, and recommended development of a DLAMP786
preparatory program for employees at the GS 9-12 levels. For more information about this important787
program go to http://www.cpms.osd.mil/dlamp/cpms.html788

789

                                                       
7 Testimony by Dr. Diane M. Disney, DASD (CPP) to the Military Readiness Subcommittee, House Armed Services
Committee and the Civil Service Subcommittee, House Government Reform Committee, March 9, 2000.
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Secretary of Defense Fellows Program790

The Secretary of Defense Fellows Program was established to build a cadre of future military leaders791
who:792

• Understand more than a profession of arms793
• Understand an adaptive and innovative business culture794
• Recognize organizational and operational opportunities795
• Understand skills required to implement change796
• Motivate changes throughout their career.797

798
Annually, each service nominates two military officers who demonstrate high flag or general officer799
potential for assignment to the Secretary of Defense Fellows Program. Each fall, selected Fellows are800
assigned for ten months to a private sector corporation or a public sector institution successful in801
adapting to the changing global environment, exploiting the information revolution, structural802
reshaping/reorganizing, and developing innovative processes. Each Fellow is responsible for reporting803
and briefing business insights relevant to the DoD culture/operation and recommended804
process/organization changes. The Secretary of Defense Fellows Program corporate and public-sector805
sponsors include Citigroup, FedEx, Lockheed Martin, Sarnoff Corporation, Sears, Sun Microsystems,806
Mobil, and Anderson Consulting.807

This program was selected as a best practice because it reaches out to the private sector to identify fresh808
ideas and incorporate best practices that offer potential benefits to the Department of Defense. The809
establishment of a government and industry exchange program will provide a similar opportunity to the810
civilian Acquisition Workforce and further increase the benefits to DoD.811

812

Automated Referral System & Resume Database813

In order to compete with private industry, the Department of Defense and other federal agencies are814
deploying automated referral systems. The capabilities that they provide make it much easier for a job815
seeker to apply for federal vacancies anywhere and at anytime through Internet access. In addition,816
these systems make it easier and quicker for federal managers to identify the right candidates to fill817
vacancies. Agencies such as The U.S. Geological Service and the Veterans Administration that have818
automated their hiring process have noticed a dramatic increase in their applicant pool, in some cases819
by as much as 400 percent. In addition, agencies can save thousands of hours and dollars in processing820
and certifying job finalists. These systems offer advanced automated staffing management solutions.821
Some commercial software permits an individual to submit a single resume. As vacancies are822
announced, personnel managers query the database for information such as name, education, training,823
licenses, awards, and unique skills. Extracted data can be matched against management criteria for824
vacant positions. Other applications require an individual to submit a resume and to answer standard,825
job-specific questions that can be automatically scored and ranked.826

827
828



WORKING DRAFT

07/20/00 28 draft report 0720

4.  IMPLEMENTATION1

During its review, the Task Force examined strategic planning, recruiting and hiring, career2
development, workforce management and quality of life issues. Based on its analysis, the Task Force3
has proposed 30 initiatives to enable the Acquisition Workforce to meet the challenges of the new4
millennium. Since the transition to the workforce of the future will require three years or more to5
complete, many of the career management initiatives identified in Chapter 3 of this report should6
be implemented as soon as possible.7

Of the 30 recommended initiatives, 25 can be implemented in the near future using existing legislative8
authorities. Some of these recommendations require OSD to issue new policy guidance or regulations.9
Five recommendations will require introduction of proposals into the legislative process. In addition,10
six additional ongoing initiatives require congressional approval of pending legislative proposals before11
they can be implemented.12

Twenty-one of the recommended initiatives require close coordination between USD (AT&L) and USD13
(P&R). These OSD staff elements should establish and co-chair a working group, chartered with the14
responsibility of developing policies, directives, and other implementing guidance. Additionally, this15
working group should initiate the necessary legislative proposals outlined in Chapter 3 of this report.16
The initiatives having the highest potential for near term benefit in support of the recruiting and hiring17
theme and those requiring less time to prepare should be included in the FY 2002 legislative cycle. The18
remaining initiatives should be targeted for the FY 2003 legislative cycle. Empowered representation19
from the Services and Defense Agencies will be vital in this process.20

The six Pilot Program initiatives should be implemented on a trial basis. USD (AT&L), with21
Service/Agency coordination, will select specific organizations, establish metrics, and assess the merit22
of the individual programs prior to authorizing full implementation. The seven recommended Best23
Practices are ready for implementation now throughout the acquisition community.24

The initiatives are grouped below by implementation category.25
26
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TABLE 4-1.  TASK FORCE INITIATIVES27

INITIATIVES
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Strategic Planning
1. Develop and Implement Human Resource Strategic Plans X DASD (CPP)

AET&CD
USD (AT&L)

10/30/00

Recruiting/Hiring
2. Market DoD as a Great Place to Work X DASD (CPP)

AET&CD
03/15/01

3. Develop DoD Acquisition Workforce Recruiting Programs X Services & Agencies 03/31/01
4. Maximize the Use of Student Educational Employment Program (SEEP) to Recruit

College Students
X Services & Agencies 10/01/00

5. Maximize Use of Existing Hiring Authorities * X Services & Agencies 01/01/01
6. Establish and Enforce Acceptable Timelines for the Hiring Process X Services & Agencies 12/15/00
7. Conduct an Acquisition Pay Comparability Study X AET&CD 10/01/00
8. Make Pay More Competitive X DASD (CPP) 02/01/01
9. Expand Public and Private Sector Recruiting Efforts * X Services & Agencies 03/31/01
10. Establish a Central DoD Acquisition Career Management Website X AET&CD 03/31/01
11. Develop a Mechanism for Acquisition Certification of Private Sector Accessions X AET&CD 12/31/00
12. Convert Term Appointments to Permanent Appointments Non-Competitively X DASD (CPP)

AET&CD
10/01/00

13. Rehire Federal Annuitants without Financial Penalty X USD (AT&L) 12/15/00

Career Development
14. Establish Career Paths to Achieve Multifunctional Acquisition Professionals * X Services & Agencies 03/31/01
15. Provide Timely Certification Training X AET&CD 03/01/01
16. Provide More Career Broadening Opportunities * X USD (AT&L) 12/15/00
17. Establish a Government/Industry Exchange Program * X AET&CD 10/01/00
18. Encourage Geographic Mobility X X AET&CD

DASD (CPP)
12/15/00

19. Increase Civilian Leadership Development Opportunities *∗ X Services & Agencies 03/31/01

Workforce Management
20. Assess DoD Acquisition Workforce Personnel Management Authority X X DASD (CPP)

AET&CD
12/15/00

21. Develop a Functional Managers Recruiting, Hiring, and Retention Handbook X DASD (CPP) 01/01/01
22. Provide Further Flexibility on High Grade Quotas X DASD (CPP) 10/01/00
23. Improve Management of Personnel Lapse Rates X DUSD (PI) 07/01/01
24. Assess the Need for DoD Civilian Retirement Plan Alternatives X DASD (CPP) 07/01/01
25. Reduce or Eliminate the Early Retirement Penalty X DASD (CPP)

AET&CD
01/01/01

26. Conduct Entrance and Exit Surveys X DASD (CPP)
AET&CD

01/31/01

27. Establish a Program to Share Best Practices within the Acquisition Workforce X AET&CD 03/31/01

                                                       
∗ Recommended Pilot Project.
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Quality of Life
28. Maximize Use of Employee Incentive Programs X Services & Agencies 10/01/00
29. Create a Work-Friendly Environment X Services & Agencies 10/01/00
30. Maximize Use of Return Home Visit Authority for TDY Employees and Permit

Spousal Travel as an Alternative
X X DASD (CPP)

AET&CD
Services & Agencies

12/15/00

28
TABLE 4-2.  RECOMMENDED BEST PRACTICES29

Name POC

Army Acquisition Corps Career Development

Navy Acquisition Intern Program

Air Force Materiel Command Human Resources Management Strategic Planning

DoD Civilian Acquisition Workforce Personnel Demonstration Project

Defense Leadership and Management Program (DLAMP)

Secretary of Defense Fellows Program

Automated Referral System & Resume Database

30

31
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APPENDIX A.  TASK FORCE MEMBERS

DIRECTOR

Mr. Keith Charles

MEMBERS

Ms. Karen D. Cleaves, DCMA
Mr. Gregory J. Ellsworth, DLA
Mr. Ross R. Guckert, USA
Mr. Anthony D. Nickens, USN (NAVSEA)

Mr. Allen F. Poole, USA
Mr. Steven Ramp, DASD (CPP)
Ms. Carolyn B. Willis, USAF (SAF/AQ)

TASK FORCE SUPPORT TEAM

Mr. Donald M. Freedman, SRA
Mr. Chuck Gault, SRA
Mr. Blake S. Jones, SRA

Mr. Joseph E. Ryan, SRA
Ms. Donna A.Walls, SRA

RESEARCH AND  CONFERENCE SUPPORT

Mr. David E. Bertrand, LMI
Ms. Janet C. Burchard, LMI
Mr. Paul J. Glace, Jr., LMI
Ms. Marguerite A. Luck, LMI
Mr. Philippe A. Lussier, LMI

Ms. Rosalie J. Miskovich, LMI
Mr. Charles R. Price, LMI
Mr. Joseph Romito, LMI
Ms. Delores A. Street, LMI
Mr. Albert H. Schroetel, LMI
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APPENDIX B.  ACRONYMS

AAC Army Acquisition Corp
AAW Army Acquisition Workforce
ACM Acquisition Career Manager
AET&CD DUSSD (AR), Acquisition Education, Training, and Career Development
ARSSG The Acquisition Reform Senior Steering Committee
BENS Business Executives for National Defense
BLS Bureau of Labor and Statistics
BMDO Ballistic Missile Defense Office
CCAS Compensation and Appraisal System
CDG Competitive Development Group; an AAC development program for select GS12-13s
CFR Code of Federal Regulations
DACM Director of Acquisition Career Management
DASD (CPP) Deputy Assistant Secretary of Defense, Civilian Personnel Policy
DASD (P&R) Deputy Assistant Secretary of Defense, Personnel and Readiness
DAU Defense Acquisition University
DAWIA Defense Acquisition Workforce Improvement Act
DCAA Defense Contract Audit Agency
DCMA Defense Contract Management Agency
DCPDS Defense Civilian Personnel Data System
DEA delegated examining authority
DLA Defense Logistics Agency
DLAMP Defense Leadership and Management Program
DoD Department of Defense
DOJ Department of Justice
DUSD (AR) Deputy Undersecretary of Defense, Acquisition Reform
DUSD (PI) Deputy Undersecretary of Defense, Program Integration
FY fiscal year
GAO General Accounting Office
GPA grade point average
GPRA Government Performance and Results Act
GS general schedule; a civilian employee classification group usually listed with a grade level
GSA General Services Administration
HHS Health and Human Services
JTR Joint Travel Regulations
LMI The Logistics Management Institute
NCMA National Contract Management Association
NH The Business Management and Technical Management Professional pay band
NJ The Technical Management Support pay band
OPM Office of Personnel Management
OSD Office of the Secretary of Defense
AET&CD OSD, Acquisition Education, Training, and Career Development
PMI Presidential Management Intern
PRD position requirement documents
QSI Quality Step Increase
RIF reduction in force
ROTC Reserve Officer Training Corp
SAE Service Acquisition Executive
SEEP Student Educational Employment Program
SRA Systems Research and Applications, Inc.
TDY temporary duty
USD (AT&L) Undersecretary of Defense, Acquisition, Technology and Logistics
VERA Voluntary Early Retirement Act
VSIP Voluntary Separation Incentive Pay
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APPENDIX C: ROM COST ANALYSIS ASSUMPTIONS1

All costs estimates in this report are rough order of magnitude (ROM).2
3

Initiative 1 – Develop and Implement Human Resource Strategic Planning $0.75 M start-up4
$3.00M annually5

6
Defense Agencies Costs7

Workforce Planning Model8
Development9

5.5 people for a 9 months @ 170K/man year10
(5.5)   *   (.75)   *   (170)   =   701.25K11

Maintenance of Workforce Planning Model12
1.5 people for 12 months @ 170K/man year13
(1.5)   *   (1.0)   *   (170)   =   255K annually14

Strategic Planning15
Develop Strategic Plan for Defense Agencies (including needs assessment)16

5 people for 9 months @ 170K/man year17
(5)   *   (.75)   *   (170)   =   637.5K annually18

19
Services Cost 1912.5K annually20

Develop Strategic Plan (for each service) (including needs assessment)21
5 people for 9 months @ 170K/man year22
(5)   *   (.75)   *   (170)   =   637.5K each23

24

Initiative 2 – Market DoD as a Great Place to Work $10.0M25

26
The Defense Science Board Task Force on Human Strategies recommended an initiative to increase27
recruiting resources including an additional $50M for a new corporate advertising for the28
Acquisition Workforce.  This portion of the new corporate advertising program will be29
approximately 20% of the total advertising budget recommended by the Defense Science Board.30

This is consistent with the CPP POM Initiative31

Initiative 3 – Develop DoD Acquisition Workforce Recruiting Programs $ 4.2532
1.10M annually33

34
Defense Agencies Costs35

Develop Recruiting Training Program for Defense Agencies 850K36
4 people for 12 months @ 170K/man year37
(4)   *   (1)   *   (170)   =   680K38

Conduct Recruiting Training39
2 people for 6 months @ 170K/man year40
(2)   *   (.5)   *   (170)   =   170K41

42
Service Cost 3400K43
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Develop Recruiting Training Program (for each service)44
4 people for 12 months @ 170K/man year45
(4)   *   (1)   *   (170)   =   680K46

Conduct Recruiting Training47
2 people for 6 months @ 170K/man year48
(2)   *   (.5)   *   (170)   =   170K49

50
Note:  Cost of Recruiting would be unchanged from present budget.51

52
Strategic Partnering No additional funds required53

The costs associated with this initiative are included in the $10M estimated in Initiative 2.54
55

Recruitment Incentive Bonus Program $1.10M per year56
Assumptions:57

Based upon Industry averages, about 10% recruits will come from referrals.58
Referral bonus is $750 (maximum allowed under On The Spot Award)59

Cost Calculation:60
750 per referral for 7500 referrals equals $ 5,625,00061

This will be split equally across the Services and over 5 years62
Required annual funding of $1.105M63

Initiative 4 – Maximize Use of the SEEP Program to Recruit College Students $65.00M64

65
Summer Intern program 12.750M66

This Navy is using intern programs to recruit about 10% of it engineering workforce each67
year.  Based upon that, approximately 3000 individuals would be in a summer intern68
program.  Individuals hired under a summer intern program would be brought in at the GS-69
3 level ($17,015).  They would work about 3 months.70

71
Cost Calculation:72

300   *   17,015   *   .25   =   $12,761,25073
74

ROTC 50.00M75
The Defense Science Board Task Force on Human Strategies recommended an initiative to76
increase recruiting resources including an additional $50M for an expanded ROTC77
program.  To recruit an equal number of civilians through a civilian ROTC program will78
cost approximately the same amount.79

80
Accelerated Promotions 1.05M81

Pay differential between GS-5 step 1 and GS-5 step 2 is approximately $700.82
Accelerated promotions would increase payroll cost by this amount for 6 months.83

84
Cost Calculation:85

300   *   700   *   .5   =   1,050,000M86
87

Co-op Recruiting Bonuses88
This is accounted for in Initiative 689
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Initiative 5 – Maximize Use of Existing Hiring Authorities $0.00M90

91
Inherent to normal hiring function and within existing budget.92

Initiative 6 – Establish and Enforce Acceptable Timelines for the Hiring Process $0.00M93

This is an inherent management responsibility that can be performed within existing budgets94

Initiative 7 – Conduct an Acquisition Pay Comparability Study $2.00M95

In order to conduct any pay comparability study, it is first necessary to determine what are96
comparable jobs.  The BLS pay comparability data does not exactly match the Acquisition97
Workforce career fields.  Conduct of this study will require extensive data collection to98
determine Industry equivalent positions to those in the Acquisition Workforce.  Then, data will99
have to be sought relative to Industry pay for the respective positions.100

101
Assumptions:102

Data Collection:103
10 people for 9 months each104

Analysis:105
5 people for 9 months each106

107
Cost Calculation:108

15 people   *   9 months   *   $170K   =   $ 1,912,500109
110

Initiative 8 –Make Pay More Competitive TBD111

In order to determine pay comparability one must make significant assumptions about112

the nature of the work, the value of different benefits, the relative costs in various113

locations, the market conditions, and the skills of the individuals filling the positions.114

115

This makes any pay comparability analysis difficult to do and very controversial.  Any116

attempt to determine the cost of achieving pay comparability needs to wait until the117

results of Initiative 7 are available.118

Initiative 9 – Expand Public and Private Sector Recruitment Efforts and Make It Easier to Apply119
for DoD Acquisition Positions $1.00M120

Revise Acquisition Position Standards121
2 people for 6 months @ 170K/man year122
2   *   .5   *   170   =   .17M per Service and Defense Agency123

124

Initiative 10 - Establish a Central DoD Acquisition Career Management Website $1.25M125
$0.17 annually126

Centralized Acquisition Career Management Web Site127
128

OSD Costs129
Develop Website 680K130

6 people for 6 months @ 170K/man year131
(6)   *   (.5)   *   (170)   =   510K132
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Maintenance of Website133
1 people for 12 months @ 170K/man year134
(1)   *   (1)   *   (170)   =   170Kper year135

136
Service Cost 540K137

Develop Service Portion of Website (for each service)138
2 people for 6 months @ 170K/man year139

Initiative 11 – Develop Mechanism for Acquisition Certification of Private Sector Accessions  140
$.17M141

142
Develop Certification Methodology143

2 people for 6 months @ 170K/man year144
(2)   *  (.5)  (170)   170K145

Initiative 12 – Convert Term Appointments to Permanent Appointments Non-Competitively  146
$.17M147

148
Develop Legislative Proposal for inclusion in FY 02 Authorization Act149

2 people for 6 months @ 170K/man year150
(2)   *  (.5)  (170)   170K151

Initiative 13 – Rehire Federal Annuitants without Financial Offset $0.17M152

153
Develop Legislative Package for inclusion in FY 02 Authorization Act154

155
2 people for 6 months @ 170K/man year156
(2)   *  (.5)   *   (170)   =   170K157

158
Financial Offset159

Assumption:  Vacant positions would be filled with either a rehired annuitant or someone from160
another source.  In either case the salary would be the same.  The rehired annuitant would be161
getting the same retirement salary regardless.  Therefore, there is no additional cost associated162
with paying the rehired annuitant.163

Initiative 14 – Establish Career Paths to Achieve Multifunctional Acquisition Professionals 164
$2.50M165

Assumptions:166
5 of 11 career fields would need more certification classes167
Greater reliance on distance learning in the future168
30 students per class169
Cost per student is 1000170
1 class for each certification level171
Increased availability achieved with 3 more classes per year172

Cost Calculation:173
Course Conduct174

5 career fields   *   $1000   *   30 students   *   3 per career field   *   3 classes175
5     *     1000     *     30     *     3     *     3     =     $ 1350K176

177
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Management Costs178
2 people per service * 170K per man year179
2   *   3   *   170   =   1.040M180

181

Initiative 15– Provide Timely Certification Training $0.0M182

This initiative will be executed within the DAU budget for certification training.183
184

Initiative 16 – Provide Career-Broadening Opportunities 84.00M185

186
The plans are for the exchange program to be done between DoD acquisition organization and187
Industry or other government agencies within 50 miles of major Acquisition Workforce work sites.188
Thus, there will be minimal relocation expense associated with this program.189

190
Assumptions:191

700 Government people will be in the program at any given time.192
Supervisors of people in these positions will be allowed to backfill these positions193
Average grade of individuals in program is GS-13194
Average Salary (including benefits) is 120,000195

Cost Calculation:196
700   *   120 = $84M197

Initiative 17 – Establish a Government/Industry Exchange Program $0.25M198
0.17M annually199

200
The plans are for the exchange program to be done between DoD acquisition organization and201
Industry or other government agencies within 50 miles of major Acquisition Workforce work sites.202
Thus, there will be minimal travel or relocation expense associated with this program.203

204
Assumptions:205

Some of the 700 people identified in Initiative 16 will participate in the exchange program206
as part of their career broadening experience.207
The Exchange Program would be administered by a non-profit organization such as208
Business Executive for National Security (BENS)209
Local travel for each employee would be less than $100 per year.210

Cost Calculation:211
Develop Exchange Program212

3 people for 6 months @ 170K/man year = $255K213
Management of Program214

1 person for 12 months @ 170K/man year = $170K215

Initiative 18 – Encourage Geographic Mobility $8.50M216

Develop Legislative Proposal for inclusion in FY 02 Authorization Act217
1 person for 3 months @ 170K/man year218
(1)   *  (.25)   *   (170)   =   42.5K219

220
Retirement Relocation221

Assumptions:222
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100 people per year require relocation upon retirement223
Average relocation cost is 80K224

Cost Calculation:225
100 people   *   80   =   8.0M226

Job Placement Assistance227
In each of the 10 major centers of Acquisition Workforce personnel, retain the services of a228
placement firm to help place displaced spouses.  Reasonable retainer would be ¼ of a229
consultant’s time.230

10 people for 3 months @ 170K/man year231
(10)   *   (.25)   *   (170)   =   425K232

233

Initiative 19 – Increase Civilian Leadership Developmental Opportunities $4.25M234

235
Defense Agencies Costs 850K236

Develop Leadership Program for Defense Agencies237
4 people for 12 months @ 170K/man year238
(4)   *   (1)   *   (170)   =   680K239

Conduct Leadership Training240
2 people for 6 months @ 170K/man year241
(2)   *   (.5)   *   (170)   =   170K242

243
Services Cost244

Develop Leadership Training Program (for each service) 3400K245
4 people for 12 months @ 170K/man year246
(4)   *   (1)   *   (170)   =   =680K247

Conduct Leadership Training248
2 people for 6 months @ 170K/man year249
(2)   *   (.5)   *   (170)   =   170K250

Initiative 20 – Assess DoD Acquisition Personnel Management Authorities $1.25M251

Determine DoD Acquisition Personnel Management Authorities252
4 people for 9 months @ 170K/man year253
4   *   .75   *   170   =   540K254

Develop revised policy and procedures to match expanded SecDef authority255
4 people for 12 months @ 120K/man year256
(4)   *   (1)   *   (120)   =   480K257

Initiative 21 – Develop a Functional Managers Recruiting, Hiring, and Retention Handbook 258
$.25M259

Develop recruiting and hiring handbook260
3 people for 6 months @ 170K/man year261
(3)   *   (.5)   *   (170)   =   255K262

Initiative 22 – Provide Further Flexibility on High-grade Quotas No additional funds required263

DoD manages to budget.  High-grade quotas are an internal management decision to aid in264
managing to budget.  As the Acquisition Workforce was drawn down, High Grade Quotas were265
used by top Executive Branch managers to ensure that the draw down was equitable across grades.266
The need to do this no longer exists.  This would have no impact on existing budget levels.267
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Initiative 23 - Improve Management of Personnel Lapse Rates No Additional Funds required268

This is within the responsibility of the managers and can be done within existing budgets.269

Initiative 24 – Assess the Need for DoD Civilian Retirement Plan Alternatives 0.17M270
271

Determine Effectiveness of Current Retirement Plans272
2 people for 6 months @ 170K/man year273
 (2) * (.5)   *   (170)   =   170K274

Initiative 25– Allow Employees to Buy Down Early Retirement Penalty 0.00M275

The employee will use VSIP payments or additional contributions to retirement fund to pay for the276
buy down.  There is no additional cost to the DoD.277

Initiative 26 – Conduct Entrance and Exit Surveys 0.17M278

279
Develop Survey Instruments280

2 people for 6 months @ 170K/man year281
 (2) * (.5)   *   (170)   =   170K282

Initiative 27 – Establish a Program to Share Best Practices within the Acquisition Workforce283
No additional funds required284

This can be accomplished by making it a regular part of the Acquisition Reform Website285

Initiative 28 – Maximum Use of Employee Incentive Programs No additional funds required286

287
This initiative is revenue neutral.  Existing incentive pools would be used.288

Initiative 29 – Create a Work-Friendly Environment 0.00M289

290
This initiative is revenue neutral.  It would incur no change in hours or compensation.291

Initiative 30– Maximize Use of Return Visit Authority for TDY Employees and Permit Spousal292
Travel as an Alternative 1.20M293

294
Industry standard is one trip home every four weeks of extended TDY.295

296
Assumptions:297

Approximately 3000 trips annually298
Average cost of trip is $400299

Cost Calculation:300
3000 trips   *   $400   =   $1.2M301

302
303
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TABLE C-1.  Cost Analysis Summary

1.  Develop and Implement Human Resource Strategic Plans 0.75M
2.  Market DoD as a Great Place to Work 10.00M
3.  Develop Acquisition Workforce Recruiting Programs 5.50M
4.  Maximize the Use of Student Educational Employment Program to Recruit College Students 65.00M
5.  Maximize Use of Existing Hiring Authorities No additional funds
6.  Establish and Enforce Acceptable Timelines for the Hiring Process No additional funds
7.  Conduct an Acquisition Pay Comparability Study 2.00M
8.  Make Pay More Competitive TBD
9.  Expand Public and Private Sector Recruiting Efforts 1.00M
10. Establish a Central DoD Acquisition Career Management Website 1.25M
11. Develop a Mechanism for Acquisition Certification of Private Sector Accessions .17M
12. Convert Term Appointments to Permanent Appointments Non-Competitively .17M
13. Rehire Federal Annuitants without Financial Penalty .17M
14. Establish Career Paths to Achieve Multifunctional Acquisition Professionals 2.50M
15. Provide Timely Certification Training No additional funds
16. Provide More Career Broadening Opportunities 84.00M
17. Establish a Government/Industry Exchange Program 0.25M
18. Encourage Geographic Mobility 8.50M
19. Increase Civilian Leadership Development Opportunities 4.25M
20. Assess DoD Acquisition Workforce Personnel Management Authority 1.25M
21. Develop a Functional Managers Recruiting, Hiring, and Retention Handbook .25M
22. Provide Further Flexibility on High Grade Quotas No additional funds
23. Improve Management of Personnel Lapse Rates No additional funds
24. Assess the Need for DoD Civilian Retirement Plan Alternatives 0.17M
25. Reduce or Eliminate the Early Retirement Penalty No additional funds
26. Conduct Entrance and Exit Surveys .17M
27. Establish a Program to Share Best Practices within the Acquisition Workforce No additional funds
28. Maximize Use of Employee Incentive Programs No additional funds
29. Create a Work-Friendly Environment No additional funds
30. Maximize Use of Return Home Visit Authority for Temporary Duty (TDY) Employees and Permit
      Spousal Travel as an Alternative

1.20M
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APPENDIX D.  DAWIA1

2

"DAWIA" is an acronym for the 1990 Defense Acquisition Workforce Improvement Act (Title 103
U.S.C. 1701-1764). The Defense Acquisition Workforce Improvement Act (DAWIA) focuses on4
improving the effectiveness of the people who must implement the defense acquisition system and make5
it work.  The intent of DAWIA is to improve the quality of the Acquisition Workforce through6
enhanced education, training and career development and thereby improve the acquisition process.7

DAWIA requires the Secretary of Defense to establish policies and procedures for the effective8
management (including accession, education, training, and career development) of DoD professionals in9
acquisition positions. The law also requires DoD to formalize career paths for personnel who wish to10
pursue careers in acquisition to develop a skilled, professional workforce.  The legislation is specific on11
the minimum qualification standards of those performing functions integral to the acquisition process,12
and defines critical acquisition positions. DAWIA covers corps membership requirements, contracting13
officer requirements, program manager qualification standards, and requirements for assignment to14
critical acquisition positions.15

DOD has accomplished the requirements of DAWIA by establishing policies for position management16
and career development. The policies divide acquisition positions into position categories and establish17
a formal certification process. DoD 5000.52M, Career Development Program for Acquisition18
Personnel, Nov 91, defines the certification process, as well as the career paths with specific education,19
training and experience requirements for those in acquisition positions. The Secretary of Defense20
documented DoD acquisition workforce management policy by issuing DoDD 5000.52 and DoD21
5000.52M and DoD 5000.58R. The Military Departments and Agencies were directed to manage22
positions by identifying the acquisition workforce by career fields and critical acquisition positions.23
These efforts are DoD's primary implementation of the law.24

Although workforce problems have surfaced frequently in the past, the great majority of previous25
reform efforts have focused on changes in policies and procedures, or in the organizational structure of26
the offices executing the acquisition process. DAWIA has changed the focus to improving the quality27
and professionalism of the Acquisition Workforce.28

Improving the quality of the workforce will not in and of itself address such problems as service29
parochialism and budget instability. Nor will improvements in the skill levels of program managers in30
and of itself stop cost underestimating, force service commitment to joint programs, or lower technical31
risk.  Improvements in the quality and professionalism of the acquisition workforce will not guarantee32
that the acquisition process runs flawlessly.33

However, such improvements will significantly improve the ability of personnel to carry out the34
acquisition process and make it work more cost effectively.35

36
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APPENDIX E.  PERSONNEL TERMS & PROGRAMS1

Delegated Examining Authority2

The Office of Personnel Management has delegated authority to DoD, under a written agreement, to3
conduct competitive rating, ranking and referral for selection for appointment to most positions.4
Component delegated examining units perform all competitive examining work including development5
of the examination, public announcement, development of rating criteria, testing, rating of candidates6
and establishing and maintaining a register of eligibles. In essence, DoD is performing the functions7
normally done by OPM. Alternatively, OPM will perform all or part of this process, under contract, on8
a reimbursable basis.9

Direct Hire Authority10

Direct-hire authority is a special hiring procedure designed to help agencies when they are not able to11
effectively recruit enough qualified candidates for their positions. The criteria for using these12
procedures are that there must be an open continuous job announcement including the OPM Job13
Listing, active recruitment, and an insufficient supply of qualified candidates to fill current vacancies.14
However, if this process produces more than three qualified and available candidates for a vacancy or if15
there is a mix of veterans’ preference and non-preference eligibles, agencies must use regular16
competitive rating referral and referral procedures for selection. Selections must meet veterans’17
preference and order of selection requirements. This authority has been largely superseded by the18
delegation of examining authority.19

Outstanding Scholar20

The Outstanding Scholar Program is a special hiring authority established as a supplement to21
competitive examining for some entry-level positions. This special hiring authority is restricted to grade22
levels GS-5 and GS-7. To qualify for hiring under this program, the student must have a 3.45 or higher23
grade point average, on a 4.0 scale (3.45 is rounded up to 3.5) or have graduated in the upper 10% of24
their class.25

The Outstanding Scholar Program is authorized under the terms of a consent decree (Luevano vs.26
Lachance) and can only be used for specific series and job titles. Positions in the following occupational27
fields are not covered by the Outstanding Scholar Program: Accounting and Auditing; Engineering;28
Physical Sciences; Biological Sciences; and Mathematics. This authority was provided under a29
settlement for a class discrimination complaint for Hispanics and African-Americans. While there is no30
restriction on hiring under this authority, the predominant use should be to appoint from these groups.31

Presidential Management Intern (PMI) Program32

This is a two-year internship program that enables graduate degree students to be appointed to federal33
positions as PMI’s. Although the PMI Program accepts applicants from a variety of graduate-level34
academic backgrounds, applicants must have an interest in a career in the analysis and management of35
public policies and programs.36

Students selected under this program are hired at the GS-09 level and are eligible for promotion to the37
GS-11 level after successful completion of the first year. Upon completion of the second year, they are38
eligible for conversion to a permanent federal civil service position and promotion to the GS-12 level.39
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Recruiting/Relocation Bonuses40

An agency may pay a lump-sum recruitment bonus of up to 25 percent of the annual rate of basic pay to41
an employee newly appointed to a difficult-to-fill position. An agency may also pay a lump-sum42
relocation bonus of up to 25 percent of the annual rate of basic pay to an employee who must relocate43
to accept a difficult-to-fill position in a different commuting area.44

Retention Bonus45

An agency may pay a retention allowance of up to 25 percent of basic pay to an employee if the46
unusually high or unique qualifications of the employee or a special need of the agency for the47
employee's services makes it essential to retain the employee, and the agency determines that the48
employee would be likely to leave the Federal service without the allowance.49

Student Education Employment Program50

The Office of Personnel Management has consolidated student employment programs into one program51
that serves as a tool to assist agencies in building a diverse work force. The program has two52
components:53

Student Career Experience Program54

Student Career Experience Program students are hired to work in their academic field. Students55
appointed under this authority may be non-competitively converted to a career or career-56
conditional appointment or term appointment within 120 days of completion of their academic57
program. Tuition assistance is available for all or part of the training expenses. The student58
may be required to sign a written training agreement to continue employment for a specified59
period of time before accepting tuition assistance. This has replaced the Cooperative Education60
Program, Federal Junior Fellowship Program, Stay-in-School Program and Harry S. Truman61
Scholarship Program.62

Student Temporary Employment Program63

The Student Temporary Employment Program provides flexibility to appoint students on a64
temporary basis (not to exceed one year) to jobs that may or may not be related to the student’s65
academic field. Appointments under this authority may be extended in 1-year increments as66
long as the individual meets the definition of a student. The agency may fund all or part of job-67
related training expenses.68

Student Loan Repayment69

Under the provisions of DAWIA, the Secretary of Defense may repay all or part of a student loan for70
an employee of DoD appointed to an acquisition position. However, several Components have not71
implemented student loan programs.72

Superior Qualifications Appointments73

Appointments can be made under this provision at a rate above the minimum rate of the appropriate74
General Schedule grade because of the superior qualifications of the candidate or a special need of the75
agency for the candidate's services. These are commonly referred to as “advanced-in-hiring rates.”76
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Term Appointment77

A term appointment is a non-status appointment to a position in the competitive service for a specified78
period exceeding one year and lasting not more than four years. If a need exists for an additional year,79
a one-year extension may be granted by the Office of Personnel Management. Term appointments do80
not “convert” to career or career conditional appointments.81

Installations may use term appointments to fill positions which are expected to last longer than one year82
but which are clearly not of a continuing nature and will terminate upon completion of work. If a need83
exists for an additional year, a one-year extension may be granted by the Office of Personnel84
Management. Examples of appropriate uses of term employees include:85

 Uncertainty of future funding86
 Carrying out special project work87
 Staffing new or existing programs of limited duration88
 Filling positions in activities undergoing a commercial activity review or which are in the89

process of being closed90
 Replacing permanent employees who have been temporarily assigned to another position,91

are on extended leave, or who have entered military service.92
93
94
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